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ABSTBICT 



in institute was conducted to introduce Western stat^ 
library administrators to mtet^ods for planning staff development 
training. The intent was toVstrengtIj,en s.taff development progr amis and 
to build a network of individuals interested in staff development in 
Western libraries'. The progcam introduced a variety of training tools 
and presented a wide range of staff development resources. This 
report sulmarizes the purpose and agenda of the institute, and- 
includes an evaluation report and recommendations' for thfe future. The 
appendixes include samples 'of workshop activities and products and a 
staff development model book incorporating models for staff ' 
development generate by institute participants. (EHH) 
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As of April, 1976, tfte^ICHE Library Program name was • . 
changed from Continuing Education and Library Resources 
Program to WILCO - Western Interstate Library Coordinating 
Organizatipn* 
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The production of this document would not have been possible 
without the dedication of many individuals to the mission of improving 
library services and job sart:isf action through continuing education of 
library staiffs in the Western States. The Western Interstate Commission 
for Higher Education (WICHE) has served as an organizational yehicle for • 
pulling together resources (people, materials, and funds) designed to 
meet some of the continuing education needs of library straffs through- 
out the West. Thft state libraries of Alaska, Arizona, California, Idaho, 
Montana, Nevada, Oregon, South Dakota, WasHJngton, and. Wyoming have pro- 

• vided not only funds but essential guidance and institutional support * 
for this program. The Institute staff, consultants, and evaluator Ijavis 
all made contributions above and beyond the basic requirements. Th^ '] 
work .of the participants - as evidenced by, the staff development modeU^ 

, contained herein - has provided a ''first wave" of staff developmeijt 
programs in western libraries. USOE's policy of funding experimental 
training activities of this type has been an essential a4d without which 
this program would not have been possible. ^ 

To continue the thrust of this Ins^^itute, the WICHE library program, 
now called WILCO (Western Interstate Library Coordinating Organization), 
is dedicated to .emphasizing the^dual mission of (1) development of equitable 
resource sharing and networking activities and (2) proyi'ding traitiing pro- 
grams and continuing education activities ne,eded^to assist in the pro- 
vision of library services of excellence ^through the West. We are pleased 
to have 'hid the opportunity oT offering this Institute and look forward 
tOt continuing to be of service to the libraries of the West* 



Har^ann Duggan - 
Eleanor A, Montague 



June 24, 1976 - 
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ABSTRACT 

This Institute was a learning/application sequence 
which deflions treated and.gu^ed Institute participajpts in the 
ftecessary elements for plJnning a ^uccessful Staff develop- 
ment training prograin if/ a\lbrary, library system, or st$te 
library agency. The intent was not only^to iTiitlate or 
' strengthen staff development programs iji^ the*partici|^ating 
librartes, systems,* or agencies, but also to build a- net- 
work of training and development people in Western..l1brarieS 
; •who can extend the 1)npact of this Institue^far beyond the 
^participants rtost immediately and direc-tly affected as par- 
ticipants. The Institute, itself wSs an example of a^progi^dm 
of training- activities.' It developed a variety of training 
tools ahd techniques useful for participants to adopt and 
-use in their own- .programs. It arrayed-a wide range of 
^valuable staff development resources for immediate and 
«^ future participant 'use. Funding for the Institute program 
. came from HEA Title II B {U.SJ Office of Education) and > 
members of the Western X:oLfhci/l for Continuing ^Education* 
and Library Resources Program (now WILCO - Western Inter- 
^^state Library .Coordinating/organization) of the We^terrt 
Interstate Commi§sion foi/Higher Education (WICHE). • \ 

/ • 
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STATEMENT OF NEED 

f 

The discovery and management of personnel ' resources is important 
for libraries of all types. Certainly for the pres|ifvt7an9>erhaps for the 
future, the people who work in libraries make up a key and irreplaceable 
component of what is necessary to'deliver library services. Well designed 
and capably ,implemented staff development programs can be expected to 
improve. overall library effectiveness as well as to strengjthen the 
capabilities of the individual'staff members. 

. Few library administrators or librarians have kncfwledge of or 
^dxperienCje with personnel training and development. ' T,hey are often keenly 
aware of the need for st^f development, but are bewildered. by the complexity 
of designing and implementing a program'of s$^fff training. Formal library 
education rarely includes. the why's and howfs' of t^e process of staff , 
development. Few. opportunities exist to leat!'4\,t|iiete skills other than 
by trial and error experiences. . , 

Staff development. programs — organizationally focused learning' 
activities designed to improve organizational effectiveness by increa'Sing 
the competertce of the staff — can be centered on improving skills, 
broadening knowledge, changing attitudes. A staff development progpm can 
enable staff to incorporate new 'technology into a present job, move into 
administrative responsibilities, which require new skills, understand and 
respond, to professional and sopj^fal changes. 

staff development programs can .improve overall library effective-r 
ness as well as strengthen the capabilities of the individuals involved. 
Such programs can be used to initiate organizational change such as 
implementing a new management style, shifting decision-making r6sponsi- 
bilities, initiating substantive new programs, or examining the basic 
structure of the organization and planning its modification.. 

Sound staff deve1o.pment, requires time, enerifjc,. and. resources. The, 
resi34« are. often substantial ~ usually well worth thMjiy^estment. As 
more libraries institute or revitalize staff development efforts, and as 
personnel .becomes more knowledgeable and proficlerft In staff development 
efforts, library service^ will be improved and the berteflclary will be 
the users of those services. However, an- effective staff developgient 
program must be, carefully and realistically planned. Implemented and 
♦evaluated. The WICHE/USOE Institute for Training In Staff Development 

■■ » -2- 



was based on this need for effective staff development programs In 
inore. libraries in the West..- 

■ -■ • - .. ^ 

f • — I'NSTITUtE PURPOSE •» 

The Institute was intended to increase the commitment and the 
a^)ility. of western libraries to effectively train and, utilize personnel 
resources responsible for developing and implementing library services. ■ 
The objectives of the institute were:. ... 

1. To increaselihe number and improve the quality of established 
.Staff deyelopmeht programs with libraries, 'library systems,' 
5 and state Hbirary agencies. the West. 
2* To estabttslf ffiat tlie staff tfevelopment function is esseiitjal 
to build airid maintain an efficiei^t and effective delivery 
' system for library services*. v , • 

3. To develop the nucleus of a vyestem regional hetwork of library 
training and development, personnel to assure that inservice 

^ staff developipent efforts, once planned, can be sustained and 
that new irairfing programs can be generated^tfnd shareji* 

4. To increase the possibility for influencing library systems and 
agencies not directly involved in this Institute- to create new 
staff development programs or to utilize tested components from 
the models developed aqd dissaninated by. participants of this 

, Institute • • ' ^ * . ; ' . . 

5. »To address the specific and unique needs of ethnic ^minorities 
^ and women in staff development programs. 

The intent of tile Institute was to develop specific competencies 
in participants. Those competencies included: 

- how to plan and'conduct ^ needs' assessment which yields infor- 
mation about training <ngeds of ?taff members, particularly 

^ the- uniqu^^^needs of ethnic. minipHties and women, / 
" how to ijiterpret an4 evalii^te^tbe needs assessjnent ipformation 
>^ to detertnfne. feasibility, to ev6lve priorit4^s, and to make 
decisions concerning the focus Of an inservice training progrdm, 

- how to fofmulate program objectives on the basU of the needs'^ - 
.discovered In -the assessment -process, , - a .JJ. 



. - - hovf to design a program of learning activities to 'accomplish • 
the formulated objectives, ' ' ( 
'\ - > ;how to plao fSjjr evaluating the training progpam,- ^. : 

■ " - how to articulate the value of staff dpveloptnent in his/i\er 

■ - - ^ . » - - 

. library, sy^ttfm, or agency, 
- how to HiritiAe and sustain contact itrtth qther participants for 
.. , sWTlng ideias and resources, for solving pr^obl ems ,^ or. for generat- 
ing new.prc^grai^s. ^ ! • ■ ; ♦ • ^ 
. f • hbw to devetop'afld maintain an awareness of the principles of . 
affirmative action and to view staff development efforts In 
relation to^ affifmative aGtioh programs, ' 

, . . ( . ) ■ ' .INSTITUTE PRObRATt' . " ' ' 

Four training activities wfere held during the'year-long Institute. 
Each training activity was an intense and tightly scheduled composite of 
skilled instructional teams, supportive materials and varied educational " 
techniques — all focused on the sqbject of Staff development for library 
personnel. Interim periods between qach/of t|iese activities provided the 
opportunity for participants to apply thfelX-^'^^rnings in their home 
organizations.. 

The training events included a Mini-Workshop on Needs Assessment 
on June 28th in Sari Francisco; a Basics Workshop held November 4-7 in 
Boulde}^;*and twO regional Problem-Solving Clinics held in ctenyer and ^ 
l^ortUnd, during April, 1976. Between each of these training events, the 
Institute staff kept in frequent contact with participants to distribute 
useful materials, to conduct an on-going needs assessment process, to 
gather evaluative infomatiori and to share information about staff develop- 
ment resources. A' flow chart which illustrates the t^lming and selqaerice of 
Institute activities and functions Is presented in Hpiiendix A-4. 

As originally planned/each participant" wrfld apply needs assess- 
ment techniques within his/her organization following th*e Mini-Workshop. 
The results from this process would provide .the bitsts for each participant 
to develop a program of .staff dev'elopment wh^lch would be designed during 
• and after the Bas.ics Workshop.; ' Problems ^ncounWred by participants 1t» 
program design add 'implementation would then p»:oyide the specific fdcqs 
of the fOllow-up.Piyjblem-Solvinc^ Clinics. ^ 



'-.^ Throughout. the Institute program, the Institute itself sought 
to offer affd deftionstrate an example which participants, if they so 
chose, could adapt until they .were more sure of th^ir own abilities - 
to generate more innovative approaches. Thi$ approach led to the develop- 
ment of several tools which are able to be adapted in other situations 
where staff development programs for library personnel need to be 
initiated or strengthened. Appen^i^K B includes those tools that were' 
provided to^all participants in^^rintbd 'form. As a result of the 
Institute, twenty-four participants contributed their plans for the 
.Staff Development Model Book, Twenty-one of these models are reproduced 
in Appendix E,;which is also available as a separate publication avail- 
able at cost from WrCHE; ' . 



Participants • » t' 

The cf*iteria for participant selection, included: present or 
potential responsibility fpr staff development, administrative^ endorse- 
ment and support from the organization, stated wiTT^ngness to, commit 
time and effort to the Institute, plus representing a range of locale 
and type of institution. Each. of, these criteria was translated into 
a question on thp aopli cation form to provide information upon which 
could be made. . \. 

The method of. participant selection followed an institutional 
pattern of. requeisting. nominees from each state librafj^ ageW in the 
^WICHE and Library Program area. For thii? Institute, ten nomtfTees were 
-equested. As the nominee names were received, each person was sent 
niabsrials describing the institute, an application -blank and a cover; > 
letter inviting the person to apply. Eighty applicants — allnost all 
of whom were first-rank applicants in relation to the stated criteria - 
responded from the 102 total number df nominees submitted by 13 states. 
In addition, parotid pants' from three states bordering the WICHE^area 
were invited as non-stipende^ partl^pants". , • ^ - ,i ■ ^ 
Forty- two partial ^zfrfts and tw^<lternates from a total of 1-3 
states were originatly selected for the institute.. These participants 
nepresented key institutions and staff development responsibilities in 
their states. Prior to, or directly after the Mini -Workshop, several 
•participant cHailges were iiiade. Four partidipaftts dropped their 

. V- ■ '-5- - . . ' 
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participant .status. The two or1g1^^a1 alternates were added to thV roster a§ . 

wen as onet additional alternate selected later. Two participants 'v?6t^'. repVaced 

within theirvpwn state or organization with comparable Ihd^vidyials,, Following 

the Basics Workshop, two participants' changed jo.bs Vl^ dropped further pirtici- • 

• pation' in training activities. ' - ., ' ' . V , . 

Participants from the st^ates in the WICHE area or 'the Library Program. ' 

area received' stipends for the graining days they attended. "Fhose from outside 

that area were nqt stipended.-* Partial transportation costs (one rbujfid-trip : 

ai/fare per sjtate) for participants from the WICHE area stales, were supportocl by' 

the wicHE Library Program for the Basics Workshop only. Allocation, of those^^ , 

funds within each state was determined by the state agency. Participants' or 

^ the organizations employing them agreed to assume financial responsibility for 

the comnuni cations (correspondence and phone -calls)" which they initiated and. 

♦ ■ , ' • 

for their Institute-related transportation. . ^ ^ 

*- ■ ' ■ . ' ' ' .", ' 

Instructional Teams * . 

Teams of training and resource people were formed for each training ^ 
event based on the indicated needs. Members of each of the four teams were' 
involved in |;he planning -and evaluation processes as well as for the 
instructional processes and subject content of the Mini -Workshop, Basics 
Workshop or Clinic for which they were responsible. Although a great deal 
of planning preceded each training event, on-site planning and design 
J modification also Involved them directly. 

Team selection was done by the Associate Institute Director with 
review from the Institute Director. Three primary criteria were involved 
in. the selection of staff:' 

. - practical knowledge from haying done staff 'development . 
prbgrams with 11brat7 pensonnel, . 

- theoretical background with training and development 
work, V with organizational behavior or with spejclalized 
facets s^h as affirmat1ve,.dqt1on or evaluation, and the 

- ability to pla'p and implement using a variety of Instructional 
{ ' ' techniques. 

A complete list of faculty and resource persons a^d brief'^ descriptions of 
\ thfeir responsibilities can be found in Appendix A-3. 

1 ■ / . • 
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Materials • 

. • • • - .... 

A variety of basic materials on staff development was supplied 
to each participant throughout the Institute. Early in j:he Institute, 

.each participant was provided with a seven-page abstract of the Institute 
proposal and copies of COnroy's Staff Development and Continuing Education 
Programs for Library Personnel and Sheldoni's Planning and Evaluating 
Library Training Programs . Logistics sheets describing the living* and 
learning situation for each training event was supplied to each participant 

•^ to help v/Uh necessary personal planning. ' * . ^ 

^ Following the Mini-WorHsho|5,'i;eonard*s Assessment of Training 
Negds was distributed. A model Of the Needs Assessment Survey Instrument. 

- vvas distributed for discuss'ion purposes during the Mini -Workshop and a 
revised copy, incorporating suggestions from the participants and the 
trair>ing staff, was sent following the event. This instrument is re- 
produced in Appendix B-3. In addition, several handout materials^ were 
supplied 'during and following the Mini-Workshop. The Mini -Workshop) 
was audio-taped using both reel-to-ireel and cassette recorders. However, 
neither produced a satisfactory recording,, although participants who 
wished were sent the best possible copy* 

In conjunction with the Basics Workshop, several handout 

* materials were distributed includincj. the ALA Affirmative Action PackeJ; 
^^nd the program planning help repr45ciuc6d in Appendix B-5. An on-site 
library of fifty titles relevant to training and development was 
dls^fayed and available during the Basics Workshop for participants to* 
examine and -note. Several audio-visual presentations were available 

at the Basics Workshop and both Clloics as types of learning p^kages ' . , 

, ^ A . 

to review. i ^ - 

Prior to the Clinics, all Institute participants were^jlpVlted 

to be Involved In the Delphi sequence as another method of a needs ' -..^"^ 

assessment which would prepare the instructional teams for the Clinics* 

The package of Delphi Instruments are reproduced In Appendix B-4* 

Each Clinic period scheduled tim^ for participants to share printed and 

audio-visual materials and Idpas w4th one another as well asr for 

pArtIci pant-resource person dialogue. Following the Clinic series, 

a f'inal .text was sent to each participant: Chabotar, Evaluation *^ 

Guidelines for Training Programs * . . . 

-7- i - .J 



Facilities 

The Mini-Workshop was held just prior to the ALA Annual Conference 
in Sap Francisco. The one-half day session was held in a meeting room at 
the San Francisco Public Library. The four-day Basics Workshop was held 
at^he College Inn Conference Center]^ a live-in learning^ facility in 
Boulder, Colorado, not far from the Institute offices. Both Clinics were ^ 
held in airport hotel facilities for their two-day sessions. Arrangements 
for the Mfni-Workshop and the Clinics psuughf to minimize participant 
living expense and yet provide adequa^ learning facilities. Cooperative 
local arrangement people assisted with providing necessary space and equip- 
ment in each site. Considerable audio-visual equipment was obtained and 
used for the Basics Workshop and the Clinics. 

INSTITUTE MANAGEMENT 

The Institute office was located in the Continuing Education and. 
Library Re§purces Program at the Western Interstate Commis'sion for Higher 
Education in Boulder, Colorado, which ptwlded office support, seryices 
and facilities. Unavoidably, three moves were required during the program 
year. ^ . 

Institute staff included: ^) Maryann Duggan served as Institute 
Director and was responsible for providing overall guidance and direction 
as well as periodic review of activities, for assuring congruency between 
this and other Library Program activities and for informing the Westerti 
Council on Continuing Education and Library Resources regularly on 
Institute progress. 2) Barbara Conroy was the Associate Institute' Director 
at)d was directly responsible for the operation of the Institute program, 
its instructional design, most of its communications, the majority of 
Institute decisions, and each of the products developed throughout and 
concluding the Institute. 3) Barbara Jones served as the ev^luator, 
throughout the^lJrogram following the Wni-Workshop. Her contributions 
flfe observer and consultant were invaluable,. supplementing the ability 
of the Institute staff and the training teams to incorporate most necessary 
modifications early. Her final evaluation report is found on pages 9-22 
and the evaluation instruments* are in Appendix A-6. 4) The half-time 




secretarial and assistant functions wece filled by two individuals — 
Plora Bovis fjom June through October and Ann Peckham from November, 
1975 through June, 1976. Responsibilities of this position included 
the usual secretarial duties plus the ability to communicate and help 
. coordinate numl^us individuals, such as participants^ staff, and 

instructional teams. ' i ^ ' >^ 

, • ^ The Institute Advisory Team, consisting of four participants, 
served as advisors in the planning, implementation and evaluation 

segments of the project. They assisted with the Institute's needs * 

• if 

assessment process, served as liaison between staff and participants 
during the. training events and elicited feedback for program evaluation. 
They were selected by the Associate Institute Director on the basis of 
representation of geography, type of library, and balanced sek ratio. 
The team met with Institute staff members' prior to the Basics Workshop 
a|id prior to the- Clinic series. 

Communications was a particularly strong point in the Institute 
• program.' A list of coirmuni cations with participants, administrators, 
state librarians. Western Coyncil members and training teams is listed 
chronologically in Appendix A-5. In addition to receiving the training 
materials, participants were kept up-to-date with Institute activities 
and planning with a series of three Progress Reports which were also sent^ 
to the administrators and the state librarians. Feedback Reports were 
supplied by the evaluator following the Basics Workshop and the Clinics. 
A Staff Develoiiment Information Exchange was initiated in JgRuary and its 
three issues from then until the ead^of the project informed participants 
about what other participants were doing, new and useful training tools ^ 
and resources for learning packages. 

Each of the§/lnstitute publications was supplfecTto parti cipl^Jts, 

to t^eir administrators and to the state librarians. Inquiries from 

outside those institutions and states directly involved were supplied 

' with available materials and information. Packets of informatioo were 

also supplied to members of e.ach training team pri^r to. and. following' 

s 

each training event. Conference calls and interviews done by instructional 
teams prior to each. Clinic provided planning and coordinative functions as 
well as current information upon which' the te^ms for each event could base 
their planning. v. ■ 

-9-. ' 



INSTITUTE EVALUATION 



The InstHute evaluation process v^s an active and invaluable 
^fiVt'^ySf^he progriJoK THe background and experienlbe of the eveluator 
^rovitjed Tqr natural alui sound critique of design, )|[iaterials and the pro- 



cess of eaclV>training activity. Feedback infonnatiorowas relayed to ^ 
participants ahd instructional staff throughout the(tce+fiing activities. 
In addition /^printed Feedback Reports were suppTied to participants,, 
their administrators and their state librarians following the Basics Work 
shop and the Clinics. In-depth observations and, feedback were. channeled 
to the Institute^ staff following the Basic Wolrkshop and each Clinic. 
These procedures provided useful formative evaluation data considered in 
making subsequent Institute decisions. The sumative evaluation report 
follows. 
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PART II EVALUATION REPORT BY BARBARA S. JONES, EVALUATQR 



\ INTRODUCTION ' \ 

The Institute evaluctt<ULaccepted the year-long assignment as an 
unusual opportunity to learn more about a) libraries and liWarians; 

b) problems of staff development in libraries and library systems; and 

c) the intricacies of evaluatio^, both as a process and as th'e preparation 
of a summative finaV report. She was not disappointed; she feels her 
learning and growth in all three aspects probably outdid anyone, else's. 

Although there were fence-sitting moments, when she was' neither 
an insider nor an outsider, she quickly became a full-fledged insWr, 
caught up in Institute problems and trying to contribufe to the solutions. 
Insiders lack objectivity. But outsiders have difficulty finding o\it 
what's going on. This Institute evaluator was encouraged to improve 
the program rather than prove or approve anything.vThe majority of 
participants who were queried on the subject indicated that the evaluator's 
not being a librarian was a help rather than' a hindrance. 

EVALUATION DESIGN AND METHODS 
The over-all design evolved from studying the InjTtitute proposal, 
other program evaluations, books and articles on evaluation, and as a 
product of numerous discussions with Institute staff. The preliminary 
design wa? modified after further discussions with the Associate Director 
and became firm after approval by the Institute Advisory Team (lAT). 

Because of the nfebulous and often ambiguous qualities of "staff 
development" and "adult education" and because the Institute's goals and 
^ objectives were prerdetermined in the writing of the initial proposal, the 
evaluatdr sought Wlp from the Associate Director and the lAT in a) 
clarifying and working toward sharing the mean'ings inherent in the word- 
ing of the goals and objectively b) prioritizing among 10 possible 
objectives; and c) operational izing the objectives into all possible 
measurable outcomes. The Associate Director and the lAT, at a fall meet- 
ing in Salt Lake City, followed the evaluator' s suggested approach in a 
taped discussion which produced the focus the outside evaluator had 
previously lacked. (See Appendix A-7 for questions and method designed 
by the evaluator.) 
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After the completion of the goal setting and prioritizing (which 
occurred between the Mini Workshop and the Basics Workshop) there were two 
principal phases in the evaluation design: feedback and outcomes or 
product measurement. 

feedback phase . From the Basics Workshop through the Problem- 
Solving Clinics, the e valuator was part of the feedback loop, channeling 
information to staff and participants (and others on the Institute mailing 
lists). (See Apt)endix A-6 for the Feedback Reports.) The information fed 
back not only included evaluation data gathered but also on the role of 
evaluation as an integral part of staff development. By explaining to 
participants the, procedures arid problems encountered, the evaluator could 
also serve as a teacher of and a resource for the process of evaluation In 
staff development. The staff continually encouraged the. evaluator not only 
to report back data and impressions but also to offer recoimendations and 
suggestions, raise questions and stimulate discussions with the participants 
as well as with staff and instructional teams. 

Outcome or product measurement . Evaluative responses were 
continually sought fromnartici pants, instructional teams and staff, but 
were predictably f^^^rPthe three priticipal training activities and 
an over-all evali{^on(at)the end of the Institute. This report brings • 
these data together. As a further aid in sorting out and weighing 
participants' reactions, the evaluator prepared a comprehensive participant 
profile, both as a group and. as individuals. The group profile revealed 
there were: 

24 women and 17 n^en , 1 minority, 2 physically handicapped. 3 veterans 
16 aged between 2^-35; Y6 between 35-45; 6 between 45--55; 

and 1 over 55. - * 

Participants were also grouped by the evaluator into three 
categories according to their self-indicated, levels of competence an^ 
experience. Although no participant indicated that he/she had either a 
high level or no competence, the individuals were sorted into Group A, the 
least competent and experienced, B, the average or middle. range, and Group 
C, the most competent -^and experienced,* Of the 41 original participants^ 

* The sorting was based on the participant's answers to the foUowl-ng two questions:*' •'On this 
continuum, indicate your assessrnont of your present com^etenpe to design and Implement staff 
development progra.-ns" and "On this continuum, indicate the amount of experience you have had In 
planning and impler-^enting staff devolopinent programs." Numbers selected for both questions were 
added and* became the individual's score. The possible range of scores from 2 to 14 was adjusted 
to eliminate the unused extremes. Thus, the people wlt^i the lowest scores {4 to 6) were designated 
wst experienced, the h1g^est score (1^) the least experienced, and the balance in the middle 
wert rated as average. 
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there were 3 A, 32 B, and 6 C identifications- (Two people both B's 
later droppMjjuJU^'-'''-^^ 

Evaluation methods used included: 
A, Questionnaires, post meeting reactions 
B/ Interviews All participants identified as either A or 
C were individually interviewed; all B's were either 
interviewed individually or in a group discussion. The 
same patterned questions were asked in all interviews, 
which occurred ^t either the Basics Workshop or the 
Problem-Solving Clinics, The group interview was taped 
for later reference. Interviews were also conducted 
. with staff, the lAT, and instructional teams, 

C. Observation, detailed notes 

D, Process analysis This included not only learning 
activities but also planning and evaluation discussions 

"Y^mong staff, 

E- Group critiques with instructional team members and 
Institute staff 

F, Conversations^ 

G, Mail and telephone contacts with participants and staff 
Although the variety of methods used was\ery time-consuming, 

it provided the evaluator with a more comprehensive picture and internal 
validity check, 

EVALUATION FINDINGS 

Did the Institute make a difference? Synthesizing all data 
gathered, and based on the final models produced and what the participants 
said they learned, it is conclusive that the Institute did_make a positive 
difference and improved the understanding and competence of the majority 
of participants* The 31 participants who returned the final evaluation 
form, (79.4% of the 39 people whD completed the program) rated the 
Institute as fbllows: ' > . 

/. 

IS ,. 
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Scale Number of participants 

Very helpful 1 3 

^ , 2 12 

; ' 3 ^ 6 

Somewhat useful 4 . 4 ' \ 

5 5 

6 .1 
No help 7 0 

This indicates that 67% of those responding felt -the Institute was more"^ 
than "somewhat useful." One can't help but wonder whether this percentage 
would have been higher or lower if the non-responding participants had 
returned the final evaluation form. 

It was expected that the Institute would be perceived as having 
the mdst benefit to the least skilled and least experienced. Using the 
A-B-C classification according to self-iwdicated competence and experience 
at the beginning of the Institute, however, It is interesting to note that 
the 6 C's (most experienced) rated the Institute this way: 

Scale Number of participants 

Very helpful 1 ft . 

, ^ 1 2 

: 3- 0 

Somewhat uiseful 4 1 . / 

* ' ^ 5 3 ' 

6 . 0 
N6 help 7 , 6 



In other words, the most experienced showed a diversity of response with 
a slight majority rating the program "somewhat useful" or lower. ^On^y 
two af the three A's (least experienced) returned the final form. Their 
^ rating were a 3 and a ^ ("somewhat useful" and slightly better.) \ 

Other evidence of the Institute's-lmpact came from participants' 
comments during evaluation interviews, on the, Post-Basics Workshop 
evaluation form and the final evaluation form.. It is not feasible to list 
• all such comments but the following were selected as both typical and 
representative of the range of answers: 
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During interviews . "Anything I do in staff development will be 
as a result of the Institute." "The Institute has opened new vistas; 
Tm excited about new ground even though I haven "t accomplished much." 
/•My goal to iavolve more people and make the staff aware of staff 
development has been met because of the Institute." 

Post'Basics Workshop . Five people indicated the Institute hadr-t. . 
helped^em begin a program;^^^e named ^he design and implementation 
of a needs assessment as their principal gain from tfie Institute; and 
two people said the Institute had caused them to reevaluate what they 
had been planning and to make changes. "Have held a half-day session 
and am planning a series." "Gave me motivation to include a new staff 
development plank in our objectives." "Have done more thinking about 
alternative methods and about evaluation." 

Final evaluation form . "I gained ideas which will help me work 
staff development into the fabric of our library." "The Institute 
served as a catalyst in the creation of a staff development plan for our . 
libpary; we now have a written plan, a staff development committee, and 
a firm intention to implement." "I learned a lot beyond staff develop- 
ment that can be applied to my everyday activities and job." "I had 
little knowledge of staff development before participating in the 
Institute^ Now I'm sympathetic to the concept, think I know how to 
proceed, and am anxious to see the r^ults." 

Did the Institute reach its goals and objectives? Here the 
indicators are lesS/ conclusive. Because the Institute aimed at plant- 
ing seeds that wefe to bear fruit later, it is too soon to try to 
measure whether the Institute reached its goal of increasing the- 
conmitment and the ability of western libraries to effectively train 
and utilize personnel resources responsible for developing and imple- 
menting library services (or the ultimate Institute goal of improving 
library services). 

It is also too soon to tgilk about reaching objectives. The 
most effective way to determine if goals and objectives were actually 
met would be through a follow-up evaluation which would gather evidence 
from others in the. participants' back-home situation after indicated 
plans have been 1m|lemented. (See Section VIII for recommehded procedures.)* 
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Although we cannot measure achievement in a final sense, at this 
time we can^ measure individual progress toward achievement as reported 1n 
the previous comments. We can also measure the participants* perceptions 
of what progress the Institute, as a whole, made toward its objectives. 

Participants were asked twice {jat th^'Basics Worksho|?^ at the 
Rroblfm-Solving Clinics) to ev^'lua^te the Institute's progress tdward all 
five Institute objectives. Jhey were given ^ continuum from 1 to 7, with 
1 Standing for "little progress" afnd 7 for. "a lot of progress." For easy 
reference, the' five Institute objectives' are liste^i. below in abbreviated 
form. Here are the results: 

PROGRESS TOWARD INSTITUTE OBJECTIVES: 

Objective 1: Increase library staff developwent programs 

Basics Workshop: ^ 44ean response: 4.0 Range: '2-7 

Problem-Solving Clinics: 

Denver:* Range: 3-7 

Portland: Mean respohse: 4.3 Range: 1-6 

Objective 2: establish staff development function as essential to library 
delivery systems " ^ 

Basics Workshop: Mean .response 4.3 . Range: 1 -7 

Problem-Solving Clinics: 

Denver:* . , Range: 4-7 

' . Portland; Mean response: 3.8 Range:^ 1 - 7 " 

flfbjectlve 3: devel<)t) network of staff development personnel 

Basics Workshop: Mean response: 4.9 Range: 2 -7' 

Problem-Solving Clinics: 

Denver:* Range: 3-7 

Portland: Mean response: 3.8 Range: 2-6 

Objective 4: -expand network beyond Institute participants 

Basics Workshpp: . Mean response: 3,7 Range: 1-7 

ProM em-Solving Clinics:'^ ^ , 

Denver:* , . Range: 3-7 ' 

Portland: ^ T^e*ti response: 2*6 Range: 1 - 6 * . ^ 

Objective 5: address nfee^ds of women and minorities 

Basics Workshop: Mean response: 4.9 Range: 1- 7 

Problem'-Solvtng Clinics: . ; . ^ 4. 

/Denver:* Range: 1-6 . ' . 

\Pprtland: ' Mean response: 1.9 Range: 1 -.4 { 

*Mean responses could not be figured for the Denver Cllnit because not all 

Jartlclpants ranked all objectives, and numbers were too small for meahlng- 
ul percentages.' 
.21 
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The- wide diversity of p$rceptiorti is clearly indicated in the 

•above cfearl, particularly in the range o1^, answers. After the Basics 

Workshop, the gr6up apparently felt that 'progress had been made (but 

>> 

not in any dramatic anpunt) on four of thie five objectives. , Only 
objective" 4' fell below the average progreii^ niark. After the Problem- 
Solving Clinics, however, the mean re§pon^es were lower and the ranges 
narrower. . • . 

In summary, the ranges of responses showed that s^me partici- 
pants apparently felt the InstituWwas making a lot of j)rogress toward 
its objectives while others felt there was little progi?fe. According to 
the responses of those attending the Portland Clinic,, only objective 1 
was given above average progress and progress toward all other objectives 
was perceived to have slowed considerably. 

The most telling result of the Institute's effectiveness in 
progress toward its objectives may be found in Appendix C which includes 
the individual models of staff development plans and programs, /wenty- 
four models were^^submitted (by 61% of the 39 participants comp/eting the 
program); three were rejected because they did not meet speciri cations. 
The quality of the models, as well as the scope and depth, provide 
testimony that tangible progress was made tpward several Institute 
objectives, but primarily number 4. 

One final word on objectives. The evaluator asked the Institute 
Director in an interview following the Basics Workshop, what her expec- ^ 
tations for the program were. She described the ripple effect and noted 
that 'the first ring (the Institute) must the strongest. Her comment 
was, "If one-third of the participants (13) do something in staff ^ 
development as a result of the Institute, and if those programs reach 
200 library staff members, I'll be satisfied." If the models submitted 
can be used as, one potential indicator, the Institute Director's 
expectations w6re met. 

MAJOR STRENGTHS 
A. Coimunication between staff and participants There was 
copious material — progress' reports, newsletters, CQrrespor\dence, 
feedback reports,, Delphi forms and evaluation questionnairies. All 
aspects of the Institute -were carefully apd clearly delineated. 



What was to come and what was expected from participants were spelled out.^ . 
In some cases problems occurred because^ there was almost too much material*, 
and its balk prbfDpted" oversight. Two participants complained about in-" 
adequate turn-arot^nd time allowed between receipt and return deadlines. 

B. 'Coordination Considering that all Institute staff were part- 
time, with other major resf>onsibilities, and all resQUrge people were 
brought in for only two or three day assignments, the leves.1 of coordination 
was-xemackable. Credit belongs to the Associate Director, who seemed to 
have a handle on everything, and to two fine secrfetaries who provided 
answers and day to day continuity. 

C. Level, of staff competence All staff and resource personnel 
were highly competent professionals with a strong commitment to do the best 
possible job to serve the participants* needs. The evaluator has seldom 
worked with a group of people who were so open to ideas, suggestions and 
criticisms and were so willing to make instant adaptations when necess&ry. 
In addition, the four members of the Institute Advisory Teeim served two 
important functions: 1) feedback and suggestions on training design and 
implementation; and 2) liaison between- staff and participants. 

D. Resource material At all activities and through the mail, 
participants had access to .a wide variety of well selected materials and 
bibliographies. 

V MAJOR WEAKNESSES 
A, Widely divergent needs, skills and commitment of the partici- 
pants . This apparentljf resulted from a selection process in which state 
officials nominated people a(nd th^^ screening of applicants was affected by 
geographic and other representation as well as the applicant's /heed and 
desire for the training. The Institute material spelled out the criteria 
to be used for liomination (see page 5 in the narrative report) but there 
may have bpen people nominated who did not meet the criteria.' One partici- 
pant listed the selection process, "which appeared to be political" as the 
least effective aspect of the Institute. Some participants. did not see" the 
Institute as relevant to their ne^eds; others felt no commitment to carrying 
out a plan or prSducing a model. What's mbre, the instructionaf teams .and 
the staff constantly had to struggle to meet differing' perceptions and 

widely varying heeds for subject scope and depth.. 
» 
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, This problem was particularly apparent at the Basics Workshop, 
the only activity, in which all 41 participants tdt)k part. The total 
group was too diverse and too unwieldy for effecti\^e group decision- 
making. Se\/eral participants commented on evaluation forms that the 
Basics Workshop group should have been divided by dimensions of more 
or less experience and more or less committed to doing the work. The 
highly expe«:^nced were bored because they felt the material was aimed 
(too low; the less fe^fierienced were sometimes lost because they lacked 
definitions, a grasp of the Institute's purpose, and cleap goals. 

B. Program design not flexible enough to meet 'divergent needs 
The Institute proposal included both goals and means, or specified 

. activities, by which the goals were to be achieved. Over-all results 
might have ^een more positive if the. staff had been able to design the 
training means after becoming acquainted with the participants and 
conducting a problem census based on real needs of real people rather 
than projected needs (even though these were based on highly educated 
guesses and much specific information from'and about the participants.) 
This probleiTf was somewhat counteracted by the use of the Delphi to pin- 
point needs, telephone calls from resource people, and by the Problem- 
Salving Clinics which provided opportunities for individual attention. 
But these occurred after the Mini-Workshop and the Basics Workshop, 
which suffered from trying to be all things to all people. 

Fourteen participants complained' about some aspect of the 
Basics .Workshop. It was too large a group; too loosely structured; too 
a. ■ theoretical; and did not provide for varying levels of knowledge. The 
staff made valiant efforts to engage the participants in the planning 
process but met with strong .resistance. Had the Basics Workshop design 
been more flexible, it might have been possibly to better meet both the 

• participants' expectations and their' divergent staff development needs. 
The comment was made in person and on evaluation forms that "the staff 
keeps asking our opinions but they aren't listening to us when we say 
we don't want t6 make that decision." 

^ C." Inter-staff comtiunication Although communi cation and 
coordination -were generally exAent, ther^^were some troublesome * 
spots caused by the facts that all staff were part-time, no one person 
had all the information, and secretarial staff changes occurred at a 
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crucial time in the Institute schedule. 'Maiy communications had to be^- — 
sent over long distances and channeled through many different people, with 
^inevitable changes and losses in translation. Two exalh^les of problems: 
1) a resource pei^son at a P^yofelgm- Solving Clinic had received the im- 
pression that being the "team leader" meant only the 'person who initiated 
the conference call among the group of resource people; she found out on 
arrival that much more was expected from a team leader; 2) the role of 
the lAT was not clear at the Problem- Solving Clinics and, 'as a result, 
this resource was not as effectively used as it had been at the Basics - 
Workshop. 

EVALUATION OF SPECIFIC ACTIVITIES 

A. Mini Workshop As the opening activity, this workshop provided 
an important basis which was well received by some. In general, it was 
attefnded by too few (22) and too few participants or staff realized its 
importance to the over-all Institute and to the development of a nei^ds 
assessment. The tape, which was supposed tp update those who did not 

, stttend, was of poor quality and did not get around to everyone before, 
the Basics Workshop. Commen^^ from participants were mixed: "It provided . 
no workable tools and put everyone behind at the Basics Workshop." "It J 
showed the importance of needs assessment and staff development." "Learned 
some good tichniques and ideas." 1 

B. Basics Workshop Despite the complaints about '•the Basics 
Workshop discussed earlier, there wer^ 50 comments reporting improved 
competencies. Most often mentioned were goals and objectives analysis 
(8), developing plan components (8), and evaluation (5). . In general, 

the open-ended discussions in which the staff tried to involve the learners 
in the educational plannirfg, caused frustrations and ^a sense of time- 
wasting. Only one participant mentioned in waiting tf^at he recognized 
that thi^ method was part of the message, but this realization 
mentioned bjr others irt individual interviews. 

C> Problem-Solving Clinics This was considered the most 
successful aspect of the Institute by at least seven people who attended 
a Clinic. The individual interviews with resource people and the 
opportunity to work fn smaller grodps were well received/ Group size 
continued to be a pr*oblem, however. The original plan to haye'three , 



clinics of approximately the same size ha^ to be abandoned when one 
announced clinic site and date did not attract enough people. As a 

'result, the Denver -Clinic was too small (8)^ to conduct a variety of 
activities and the Portland Clinic was too. large (21,), for the intensive, 
specialized attention many participants had hoped for.. 

For t^he purpose of verification,' the evaluator attempted to 
call all of the 8 people who indicated ahead of time that they did not 
■^^plan to attend a Problem-Solving Clinic. (Two others who planned to 
attend did not arrive.) The six people she reached gave lack of travel 
funds (3), schedule conflicts (2), and changed jobs (2), as the 

.principal reasons. One person had not understood two trips were necessary 
and one said she had planned to go to the Clinic that was pncelled but 
wouldn't make the effort to go to one of the others Jpcause the Basics 
Workshop (except for after hours sessions) had not orch helpful. 

•^^^ 

EVALUATION OF EVALUATION DEStjGN AND METHODS 
For fear of leaving out something that m'ight later be perceived 
to be important, the evaluator tried to cover too much. Much valuable 
data is available for study and many interesting correlations could be 
made — but'they will have to be. studied by someone else at some other 
time. 

The evaluator was, pleased with the long list of measurable 
outcomes developed in cooperation with the Associate Director and the 
lAT at their Salt Lake City meeting. Unfortunately, most of thesfe ^ 
outcomes were not measureable within the "institute time frame and 

resources. - 

Hindsight reveals that it would have been better to select 
a few measureable ou1;comes and develop them in jdepth^ The smattering' 
approach is interesting 'but; not as valid f or. res'earch purposes. There 
is also less risk of irritating your study". population if there are fewer 
and shorter instruments. The evalua,tpr would also recommend, if possibl^e, * 
that future evaluatpr^j be a part of the" goal and objective formulations 
and even the proposal writing tn order to have a more complete under- 
standing of expectations and what kinds of evaluations are most needecl 
and most feasible^ ' / ' 
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Evaluation was seen by instructional teams, staff and participants 
JF^n integral and important part of the Institute and of the participants' 
learning. Time to fill in forms and discuss evaluation problems was built in 
to the design. These factors made the assignment easier and more comfortable. 

Another weakness in the evaluation process was the reliance bn what 
would inevitably be incomplete returns for the over-all evaluation. Although 
the return rate was more than sufficient to be valid (79.4%), those who neg- 
lected to return, the form are a disturbing unknown. Had they all responded 
either positively or negatively, the results might have been signiftcantly 
different. 

One place where more complete participant data might have helped 
the staff and resource people better develop .a flexible plan that could 
have accommodated the wide diversity among participants' skills and needs 
was before the Basics Workshop. Two problems occurred. Many participants^ 
had nat returned the initial'pi^file survey and the tabulation was delayed 
until all* forms could be obtained at registration. But the more seriousi 
problem was that in her initial activity with the Institute, the evaluatfo.r 
had not yet grasped the importance of her role as an integral part oCtf 
process. If she had^ she would have recognized the need for and provi( 
as much information as was available to the staff S(^that it could havt 
been used earlier in program planning. 

" ■ . . . 

.RfCOMMENDATIOM FOR FOLLOW-UP EVALUATION- 

As has been stated previously, the real test of whether the Institute 
made a difference to its participants, their colleagues or their clients, and 
whether the Institute achieved all or part of its objectives must come at a 
later date when plans have had time for development and implementation. Only 
the first ripple has been .felt so far. 

A later, in-depth study should be of real benefit to both USOE and 
WICHE (and the State Libraries and other system^ involved). The following 
recommendations include suggestions made by InstJitute participants.^ 
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PLAN FOR FOLLOW-UP EVALUATION 
Begin six months later (Japuary, 1977.) . ^ 
Plan to report within one year (July^, >977) 
A> Contact Institute participants * 

' 1 . Get details of staff developni^ plans and ^' 
programs^ including evaluation critiques 

2. Get copies of plans, models usBd \ 

3. Get copies of budgets covering staff development 
foi^ previous as well as current year 

4» Survey participants on later perceptions af • 
institute's use and influencej-.as well a?"^ 
competencies they wished the Iqstitute.^ad 
helped them acquire. 



5. Ask for samples of "networking" v^here people 
other than participants have been involved. 

6^ Design other questions to elicit data'on 
specific Institute objectives and measureable 
outcomes (see Page 3). 



Minimal Plan to Here 



7. Get .sustaestions for others to survey (such as 
administrators, colleagues, staff, Tibr^ry users). 

8. Get sugg^tions on^what questions tc^ ask these 
other people. / 

B. Contact admini^»pa:tgrs of Institute 



participants 



1. Ask if Institute made a differjnc^ in competerice, 
understanding^ attitude. of Insjtitute participant. 

2. Ask for specific examples of s|taff development 

. ^ programs < plans. . , . ^ * ^ 

3. Ask for recoftliendations on how another Institute ' 

J* 

could be. improved. 

Ask for suggestions .on who else to survey 
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C> contact representative individuals suggested by 

participants and admintstr'ators . * ; 

1. Survey for .perce j ved changes in participants* 
competence, improved rel^itions' and library 
sery^ice and increased 'staff development activity. 

2* Ask for* suggestions on other people who might 
have relevant informatiorl^. 

3. Survey additional sources. 



Method 



Host: of this plan could Be implemented by fnail with* follow-up 
telephpne calls* The d§ta would be more accura|:e and complete, however, 
if s+te visits could be made and personal interviews conducted for at 
least a cross-section sample. 

As a final step, the d^aft report should be circulated to' 
Institute participants and their administrators for reactions and 
suggestions. , , 
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PART III CONCLUSIONS, IMPLICATIQNS AND RECGftlENteATIGNS BY BARBARA CONROY 



Although the Institute staff feU general satisfaction at the 
degree of success apparently achieved through the Institute, an Inrdepth 
discussion at t^he close of the project Identified and exfilored the majbr 
factors which qualified, the measure of success accomplished.. This section 
of the Final Report briefly describes these factors — outlining the situa- 
ttoji, identifying the possiblKMuses and presenting alternaWves wlilch 
might have provided remedies.. Thu^j^this section prbvides not only an 
analysis (jf this experience but also cav^^ts and reconpendations useful 
to others who might wish to adapt or adopt or further ^is Institute. 

' The wide diversity of participants . ..Throughout \he Institute 
the participant group presented an unusually wide range of djverse interest, 
ability, and coninitment. This fact impacted the educational design and 
effectivenss, particularly ^ince the instructional teams an^ Institute 
staff were attempting to meet the'ne^s of mosl^partlcipants'. Written 
and Oral Institute communication was also -affected as it becartie apparent 
that some partici'pants evidenced a consistent quick grasp of information 
and others showed an equally consistent lack of understanding, interest or 
motivation. Participant response to needs assessment and evaluatibn pro- 
cesses revealed the diversity as did ftirticipant utilization of available 

resources. \l f 

Several possible causes or th1§|situation can be identified. A 
major cause was the participant selection procedure lused."^ The initial 
selection of nominees was made % the state library agency in each state. 
Wifth two |e^cept ions, a self-selection process was tf|en inllted from those 
ncmiftate(j j'indlvidualsnjiBid a final ^election from among tt^st^ responding 
ncmineeslWas made by the Institute staff. The nomirlattons handled by 
e<ich staM agericy. may have served to nominate logical organizational 
clioices rither than highly interested individuals and myJiAv€ been on^^ 
the biasiL'of additional or conflfcting criteria.'froih those designated by 
tlie Instjitute./ At the time, this meahs of .seTeaioh seelned'to be the 
m^st satisfactory one in view of th^ standard institutional policies of the 
grantee jand the late notification of the grant award which ,created__a 
difficult time bind at Ihe beginning of the Institute. In the long 
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run, this choice may have been expedient rather than effective in identifying 
those individuals most interested in making full use of the Institute 
program. It may have bought political and institutional support for the 
Institute at the price of including learners with high interest and moti- 
vation to be involved. 

Other causes can also be identified for crating greater diviersity 
•than would have been ordinarily expected in such an Institute. The dif- 
ferences in skills a.nd understanding of professional concerns varies from 
state to state and this Institute included most of the western states, 
not all of which evidence active leadership and participation at the state 
level.*- The semantic difficulties and- heightened conceptual differences 
point to another possible, cause for participant diversity the lack of- a 
commoi^ ground of understanding in librarianship about what staff develop- 
ment is and just how it should be implemented. 

The lack of adequate flexibility in -program design . The original 
program design did not anticipate this diversity". An assuitiDtion was 
made and held that this group was more knowledqeable and able than was 
true, as well as that the designation of "^rtlcipant" implied commitment. 
Throughout the Institute, each training actiWy was planned to offer 
strong content emphasis in a minimum amount of\^e. There was little • 
focus on developing participant consciousness of p>?^ess — the process 
of learning, the process of sharing^ the process of decision making. ^ 
For highly motivated and self-directed learners with some Interest and / 
background, the design may have been apporpri ate, but with a groijp^of such / 
diverse nature, some, people were evidently bypassed. 

Major strengths sought through this design were the learning/ 
applying sequence, the Interim reinforcement throughout the Institute, 
the utilization of a large number of practioner/instructors. These 
"strengths were diffused by the logistical and financial "aiff^iulties in- 
curred by the participants in bringing the participant group together 
over such a wide geographic area, bv the low Involvement of some partici' 
pants wfib were not strongly motiva/ed or conmitted to the Institute ob- 
jectives and by the wide range of diverse interests and abilities even 
within the area of staff development. , ^ 

The initial training activity, a half-day Mini -Workshop hoped 
to capitalize on expected participant travel to the American Library 



'J 
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Association conference in San Francisco, 'Only 22 participants attended. 
Bue to the lack of full attendance- and adequate time, the Mini -Workshop 
was a weak start for. the program, which intensified the difficulties 
caused by the diversity of the group. Autio-tapes were an attempt to 
help non-attendees "catch up" but the quality of the tipes was poor 
2ind their circulation limited. Although a brief orientation to the 
Institute purpose, schedule and expectations took" place, no tiif\e was 
taken to get an in-depth reading on the participants as a group). The 
iniiial basic assumption a^ou.t participant interest,, ability and Commit- 
ment continued to influence Institute conmuni cation and decisfon-mkirtg. ' 

The wide range of participant interest, ability, and commitment 
was not seen until the Basics Workshop, which consisted of four" days \6f 
training five months after the Mini -Workshop. The Clirytcs were the first 
real attempt to respond to the diverse and indivt;«jal needs 0f the partd- 



registration w^ich indicated the- feasibility of only ,two of' the three 
Civics originally planned. Registration was light ^r th6 first Clinic ^ 
and heavy for the second. This limited the parttciMir^^tnterchange for ^ 
the forroer and limited availability of personal i zed nelp\frOm instructional 

team members for the latter. \ 

An earlier and more thorough acquaintance of the Irtsl^tute staff 
with the participant group would have provided a reading of th^ir diver- 
sity that was not supplied thicough applications, correspondence,\nd 
written materials. Th^t reading might have prompted selecting mbre.sjr; 
different instructional staff, increasing thd length of time spent at \he 
Basics Workshop, fconcentrating Uarning about basic processes, as well 
as the content of what is essential to havfe for staff development. 

Inadequate inier-staff fcomttiuni cation . The decision to sub-^:ontract 
the Institute was based on the lack W in-house capability to ijuplemfint 
thb Institute program and the projected time and ?kills requirements of 
tfi Institute. Ori§ consequence of thiV decision was the extra time" an 
er|ergy needed to assure desired and necessary linkages yith the ?>rogra|n 
Djrector. Meshing travel schedules, the ebb and flow of .Institute work-'^ 
l0ad, changes in vital secretarial staff, '^n addition to the need to meet 
program needs as well as Institute needs ' intreasedAhe time needed for 
cttnnunkations and decision-making. Initial '(incisions were often altered 
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bylat^r information, but not fully connunicated to those who needed the 
information. Careful communication was required, but was often confounded 
by the difficulties of meshing staff schedules so that timely decisions - 
could be made and connunicated. Utilization of regular Continuing Educa- 
tion and Library Resources Program personnel would have provided more 
on-site -avaii lability, Consistent support staff would have added to on- 
site strength and accessibility, as well as providing a sound base of 
task assignment and basic understanding throughout the Institute. 

Recommendations 

The final products of the Institute participants and staff (see 
Appendices A-C) and the evaluation data (see Part II) indicate that a 
great deal did get 9.ccomplished as a result of the Institute/ Several , 
follow-through actions are recommended to strengthen and back-up. these 
accomplishments with this Institute group: 

• Continued access to problem-solving help foV those ^ 
implementing models^-- perhaps through resoui^ce people 

or materials in response to participant-identified 
needs. [ ' - . . - 

• Development of lockl staff development talent banks 
at the state leveU V*h4ch could supply corranuni cations 
and/or consultant help.. 

• Continue the publicati6n of the Staff Development 
Infortnation Exchange as a communication vehicle among 
participants and beyond that group.. 

• Implement the Evaluation fbllow-up recommended by the 
Institute Evaluator. ^ 

Other ideas may occur to participants themsetVes'or to readers of this 
Final keport^. Initiative an'd^implementation are encouraged. 

For others seeking to develop a similar learning sequence for 
achieving Similar objectives, the following reconmendations should be 
seriously considered as adaptations to the model of the Institute 
^escribed in this report. These recomnendatidhs are based on the Tearnings 
of the Institute staff and the evaluation findingst ^ 

t Select participants on the level of ijidividual commit- 
ment and motivation, as well as organizational relevance 
and need. • . . 
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t Extend the period of the Institute to two ye9rs if a 
'Similar learning/application sequence is to be in^ 
eluded,^ . 

f Assure that the Mini-Workshop includes an initial orienta- 
tion and sharing of expectation^ an emphasis on- pro- 
• cess, as well as content, probably over a two-day period, 
t Prolong the^asics Workshop to a full week with more time 
spent on individual action plan development and one-to-one 
consulting during the week, 
• Spread the Problem-Solving Clinic over'a three- or four- \ 
month period and base the Clinics on needs identified 
I earlfer and more clearly, 

f In addition to daily living stipends, include travel stipend 
for each activity for each participant. 
These recommendations are suggested on the basis of what was learned in t 
particular experience with these particular Individuals and may not be 
applicable to another group, another time, and another place. But, they 
need to be seriously considered blafore' successful replication could be 
expected. 
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Updated and Final 



WICHE/USOE INSTITUTE FOR TRAINING IN STAFF DEVELOPMENT 

1975 - 1975 
participant List 




Participant 

Barbara Barth, Reg-ion^l Librarian 
Southeast Arizona Regional Library 
Drawer AK Bisbee, AZ ' 85603 - ^ 

Mary Bates, Head Librarian 
Blue Mountain Community College 
Box 100 Pendleton, OR 97801 

Janet Blumberg, Ext. Services Libn. 
Timberlarjd Regional Library 
1006 Sleater-Kinney S. E. 
Lacey, WA 98503 

Valerie Ann Brooker 
Santa Fe Public Library 
121 Washington Avenue, Box 2247 
anta Fe, New Mexico .87501 

BoK Carmack, Dir. of Libraries 
I. 5w Weeks Library 
University of South Dakota. 
Vermillion, SD 57069 ' 

Mar^ile^f^* Creager, Assistant Director 
Tacoraa Public Library / 
1 1 02 Tacoma^ Avenue South 
, Tacoma, WA ^8402.. 

V 

ftuth H. Donovat),^ Assistant Director 
University of Nevada' Library u' 
University of Nevada 
Reno, NV 89507 v i ' 

Judy J. Engman, I Reference' Librarian 
Mid-Cdlumbia Re^ibnal Library ^ 
405 South Dayton 
^ Kennewitk, WA 99336 

*W. E^wiji Erickson, Director" 

Library-Learning Center ' ^ 

Black Hills State College • / 

Spearfish, SD 57783 /-K 



Administrator 



Barth 



Win Daniels, President 
Bkj6 Mountain Community College 
Box ?00 Pendleton, 0!t\ 97801 



Louisfe E. Morrison, 
Timbenland Regional 
1006 Sleater-Kinney 
Lacey,V'A 98503 




e^c 



Director 
Library 
S. E. 



Ricf|ard L.\Bowen,. President 
University of Soyth 'Dakota 
, Vermillion, \SD 57069 

' * \ . \ 

Kevin Hegarty, Director 
Tacoma Public. Li brary^^ 
1102 Tacoma Avenue Sou^ 
Tacoma, WA 98402 

Harold Morehpuse, Dir. Qf Lib. 
University of ,Nevada Library 
University of Nevada 
Reno, NV 89507 \ 



Shirley Tucker, Director 
Mid-Columbia Regional Library 
405 South Dayton 
Kennewick, WA *99336 

Dr. M; N. Freeman, President 
Black Hills State College 
Spearfish, SD " 5778^ 
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Participant 

Noble E. Freden/Sup. Media Services 
•St. Vrain Valley PuMsc Schools 

South Pratt Parkffay 
Longmont, CO 80501 

Jean C- Hawks, Dir. of Public Services 
,N. A. U. Libraries - Box 6022 , 
Northern Arizona University 
Flagstaff, AZ 86001 ' \ 

Carol I. Hildebrand, Library Dir\ 
Lake Oswego Public Library 
706 Fourth Street 
Lake Oswego, OR 97034 

Nancy Hudson, Admin., Personnel Coord. 
Clark County Library District 
1401 East Flamingo Road* 
Las Vegas, NV 89101 
• ♦ 

Mayo J. Huisman, Dir. of • 

Instr. Materials 
Rapid City Public Schools 
21 St'. Joe Street 
Rapid City, SD 57701 - 

Darryl Huskey 

Serials and Documents Librarian 
Boise State University 
Boise, ID 83725 

Martha Oulaphongs, Head, Ext. Serv. 
Multnomah County Library 
801 S. W. 10th Avenue 
Portland, OR 97205 

♦William R. Kinman, Chief, Pub. Serv. 

Los Angeles County Public Lib. System 
'320 West Temple Street . 

Los Angeles, CA 90012 ' 



Monica Kittock, Lib. -Media Supv. 
Office of the Superintendent of 

Public Insltitutions 
1300 11th Avbrtue 
Helena, MT 59601 



Administrator 

Dr. John McKenna, Supt. 
St. Vrain Valley Public Schools 
395 South Pratt Parkway 
Longmont, CO 80501 

Robert E. Kemper, Di»v^f Lib. 
University Libraries- 
C. U. Box 6022 
Flagstaff, AZ 86001 

Donald B. Eppley, City Manager 
City of Lake Oswego 
348 State Street 
Lake Oswego, OR 97034 

Charles Hunsberger, Dir. 
Clark County Lib. Dist. 
1401 East Flamingo Road 
Las Vegas, NV 89109 

i 

Dr. Marven Rosen, Supt. 
jRapid City Public Schools 
1809 South Street 
iRapid City, SD 57701 



Ruth McBirney, Head Libr. 
Boise State Univ£rsity 
Boise, ID 83725 



James H. Burghardt, Librarian 
Multnomah County Library 
801 S. W. 10th Avenue 
Portland, OR 97205 

Carol E. Moss, County Librarian 
Los Angeles County Public 

Library System 
320 West Temple Street 
Los Angeles, CA 90012 ." 

Dolores Col burg ," State Supt. 

of Public Instruction 
State Capitol 
•Helena, Montana 59601 
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participant 




Laners 

LibV'aMan.^lleaftof Public Services 
Clai'H College LeaTTriflg^Center 
1800 East McLoughlin BoulevafcK^^ 
Vandouver, WA 98663 

Ronald Lautaret 

Asst. Dir. for Public Services 

jrage Higher Education 
Consorl^uijn Library » 
3211 Promence AVenc^e 
Anchorage, AK 99504 



Leslie M. Lieurance \ 

Audio-Visual Consultant^. . 

' Wyoming State Library * 

CheyenneV WY 82002 ^ 

Sue E. Littlepage, Ref. Librarian 
Great Falls Public Library ; 
2nd Avenue North & 3rd St. 
.Great Falls, MT 59401 

iMqllie Mattison 

Reference/ Interlibrary Loans Libn. 
IB i 1 >i ngs Publ i c L-i brary 
510 North Broa^lway 
Billings, MT 59101 

♦Barbara J. Mauseth, Director 
Library Development Division 
Nevada State Library - Capitol Complex' 
Carson City, NV 89710 

Barbara A. Micheel 

Personnel Development Consultant 

Colorado Sta^:e Libr^iry 

.1362 Lincoln 

Denver, CO ,80203 

James Minges, PUblic Lib. Consultant 
5outh Dakota State Library 
« 322 South Fort Street 
Pierre, SO .57501 

Wendy Muchmore, Reg. Programs Coord. 
Washoe County Library 
p; 0. Box 2151 
Reno, fiV 89505 



Administrator 

Ellis Dunn, Dean of Instr. 
Clark College 
1800 E. McLoughlin Blvd. 
Vancouver, WA 98663 



Jack O'Bar, Director 
Anchorage Higher' Education 

Consortium, Consortiu^tn Lib. 
3211 Providence Avenue 
Anchorage, AK 99504 



Phyllis Baker ,\ Chief- Consultant 
Wyoming State library 
Cheyenne, WY 82002, 



Alene Cooper, Director 
Great Falls Public Library 
2nd AvenueL North & 3rd St. 
Great Falls, MT 59401 

Robert ^ookingham. Lib. Dir-. 
Billings PUblic Library . 
510 North Broadway 
Billings, MT 59101 



•Joseph J. Anderson 
State Librarian 
Nevada State Library 
Carson City, NV 89701 

Deputy State Librarian 
Colorado State Library 
1462 Lincoln 
Denver,, CO 80203 



Herschel V. Anderspn, State Libn. 
South Dakota State Library 
322 South Fort Street 
Pierre, SD 57501 

William E. Andrews, Director 
Washoe Ctfunty Library 
P. 0. Box 2151 
Reno^ NV 89505 
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Participant 



M. Kay-Ogman, Curriculym Consultant 
Secondary Library, * 
4100 Normal Street, Room 2005 
San Diego, CA 92103' 



Larry Ostler,. Coord, of, User's Serv. 
Ri^cks College 
.Rekburg, ID 83440 



John Peters, Director 
Matrpna County Library 
307, East 2nd 
Casper, WY 83601 

Marilyn Pbertner, Asst. Dir. 
Boise \Piiblic Library 
Boise, ID 83706 

Haul f\l Reddick,:Dir. Resource Center 
Mohave Comntunity College 
1971 Ja^erson Avenue 
Kingman, AZ 86401 



\ 



Stanley Ruckman, 'Asst. Dfr. of 
LearnTog Serv.icesi, Head Libn. 
Linn Bentoji Community College 
6500 S. W*. pacific 
Albany, OR ^321 

Lucille E. SchwVider 
Lib. Technician N - Documents Center 
Washington State Library 
Olympia, WA 98504 •, 

Dwight W. Shannon 
' Associate Director of Libraries 
Californiia State University 
jChico, CA 95929 

Oanies 'Soestep, - Qi rector 

Great" Bend fiiblic Library and Central" 

Kansas Liorary System 
Great Bend, KA 67530 



Administrator 

Don Chamberl i n , Di rector 
Instructional Services ♦ 
San Diego City Schools « 
4100 Normal Street 
San. Diego, CA 92103 

Gale Reeser, Director " 

of Learning Resources Center 
Ricks Collet / 
Rexl^urg, ID 83440 

/ 

/ 



\ 

Wm. F. Hayes, Dii'ector 
Boise Public Li binary 
Boise, ID 83706 1 



Dr. Vincent SalmoL De?m,of Instr, 
Mohave Communtty College ' [' 
1971 Jaqersdn Averiufe , 
Kingman, AZ 86401 

01 R. Adams, Dean of Instr. 
Linn Benton Community College 
6fe00 S. W. ffacif-ic ' \ 
A^banyV OR' 97321 



Corlnne B. ^ckley. Documents Admin. 
Washington State Library 
Olympia, WA 98504 * 



Dr. Phyllis Bush 
Dean of Learning Center 
California Statq" University 
Chico, CA 95929 ' 
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PartiHpant 

— 7""^ ^ 

M. EJeanor Streeter, Admin. Asst. 
Cal/fornia Sta te Library 
P. A). Box 2037 
Saytramento, CA 95809 



rank J. Swan, Asst. Director 
/Jackson County Library System 
413 West Maim Street 
Medford, OR 97501 

William A. Tietjen, Asst. Reg. Libn. 
Lewiston Nez P^rce. County Library 

System 
533 Thain Road 
Lewiston, ID 83501 



Marty Tucker, As st Estate Librarian 

Kansas State Librafy 

535 Kansas Avenue [ 

Togeka, 1^ 66603 V ' ' / 

♦Geneva Van\ Home, Assbsflate Professor 
Library-Media Education. \ 
University of Montana ^ 
Missoula, MT 59801 . 



Administt^ator 

Nancy Percy, Admin.- Exec, to 

the State Libra.rian 
California St^te Library 
P. 0. Box 2037 
Sacramento, CA 95809 

< . 
Hardin E. Smith, Director 
Jackson County Library System 
413 West Main Street 
Medford, OR 975^1 

Edward 6. Linkhart, Director 
Lewiston Nez Perce County 

Library System • 
533 thain Road . 
Lewiston ID B3501 



Ernestine Gilliland 
State Librarian 
535 Kansay Avenue 
To^eka, KA 66603 

F. Rumiiel , Dean 
University of Montana 
Missoula, MT • 59801, 



\ 



\ 



i. 

/ 



\ 



) 



♦Institute Advisory\Team 
5/10/76 
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ANALYSIS OF PARTICIPANTS AND THE TYPE OF ORGANIZATION FROM WHICH THEY COME 

Totaf No. Sta\^ 
of Participant^ Agency Public Academic School 



1. Alaska 

2. Arizona 

3. California 

4. Colorado 

5. Idaho 

6. - Kansas ' 
7'. Montana 
e. Nevada* . 

9. Oregon 

10. South Dakota 

11. Washington 

12. Wyoming 



1 

3 

3 

3 

4 

2 

4 

4 

5 

4 

5' 

2 



40 



'1 



1 
1 
1 
2 
2 
2 
2 
3 

3 
1 



18 



1 

2 
1 



1 
1 

I. 
2 
1 



13 
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WICHE/USOE, INSTITUTE FOR TRAI^^ING'IN STAFF DEVELOPMENT ' 



^ II<STITUTE STAFF ^ 

Maryann Duggan , Institute Director, was responsible for the overall, 
conduct of the institute, providing guidance and consultation to. 
a&sure congruence with other WICHEJL|brary' Program components, function 
ing at the level of policy-making 'afid priority-setting rather than 
implementation. During 1975-1976, Ifls* Djiggan was Director of the 
WICHE Continuing Education and Library^^^esources Program. 



Barbara Conroy ,iAssociate Institute Director, was responsible for th.e 
coordination and implementation of the Institute^ designing and 
supervising^ the cofmunication links, coordinating faculty and staff . 
planning, and prov^dins^ liaison between .participants, staff, evaluator 
and the libraryconmunlty. Ms. Gonroy is a free-lance educational 
consultant with home/office in Tabernash, Colorado. 



Ann Peckham 'Secretary , was responsible for correspondence, record- 
keeping general office functions, is well as editing {he Staff 
Development Information Ixchange newsletter, and acting as local 
coordin^itor for the Denvjf" and Boulden training functions. 

(Ms.^Peckham was preceded by Ms. F^ora Boj/is--who served the 
Institute from June to October, 1975t^ 
I ^ ' . ^ • ^ 

Barbara Jones ^ Evaluator, was responsible for the evaluation plafi, all 
feedback reports, the final evaluation report and the formative 
evaTuation process throughout the Institute. Ms. Jones is Director, 
Affirmative Action Program and Associate Professor of Communications^ 
University of .Colorado, Boulder.' ' 



★★★★★★★★★★★★★★★★★★ 



FACULTY AND RESOURCE -PERSONS SERVING THE TRAINING 
ACTIVITIES OF' THE WICHE/USOE INSTITUTE FO^ TRAINING STAFF DEVELOPMENT 

Mint-Workshop, June 28> 197^5, San Francisco-, California 

These individual^ were responsible for preparing and presenting infor- 
mation about how to conduct, needs >assessmerit. 
\ 

Dr. Lawrence All en /Professor, College of Library Science, University of 
K6<^tucky^ Lexington,. Kentucky. i . r ' 

Ms. Barbara Weaver , Regional Administrator, Centra I'Massachusetts 
Regional library System, Worcester, Massachusetts. 

/ ' -37- 
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Basics i/orkshi^p, November 4-7. 1975, Boulder, GoTor^ 

• These individuals were responsible for the Worksh«D focus on the funda- 
mental principles of training and development programs,^ -specific 
technique^ and materials and integration of affirmat]|ve action principles. 
In addition, they were available to work in A coach-consultant role with 
Institute participants. \ V 

' Albert Marshall , Dean of Academic Services, Eastern Michigan University, 
' / Ypsilanti, Mithigan. 

Theodore Marti nj ^hfirmative Action Officer, Community College of Denver, 
"Denver, Colorado. 

Brooke Sheldon , OoCtoraV Student, School of Library and Information 
Science, University of Pittsburgh, Pittsburgh, Pennsylvania. 

Barbara Weaver , Regional Administrator, Central Massachusetts Regional 
Library System, Worce;fter, Massachusetts. 

Problem-SoWlmhCHnic. April 8-9. 1976. Denver, Colorado 

These individuals were responsible for the Probleii||Solving Clinic which- 
focused on individual attention to staff deveTopnprt concerns.. 

Carolyn A. Snyder . Personnel Librarian. Indiana University Libraries. 
Indiana University. Bloomin^ton. Indiana. _ ^ 

Travis E. Tyer . Senior Consultant, Illinois'State Library, Spring,field. 
Illinois. ■ . ■ - 

Joyce Vfeenstra. Assistant Personnel Librarian, Columbia University 
Libraries. Butler Library, New Ybrk, New York. • . 

^ Problem- Solving CliniCt April 19-20. 1976, Portland. Oregon^ 

These individuals wer^ responsible for tHe Problem-Solving Clinic which 
focused Qn l-ndividuaV attention to staff development concerns. 

Audry Kolb . WSACL, S^aff , Washington State. Library. Olympia. Washington. 

B. J. Mitchell^ As/ociate Director, California State University Library, — ' 
c - * Northbridge, California. 

" . / ' ' . - ' " 

Roger Parent . Librarian, Mercantile Library, New York. New York. 

Brooke Sheldon* Dbetbral Student, School of Library and Information Science, 
University of/Pittsburgh, Pittsburgh. Pennsylvania, ""j^ . 

■ - 43 
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WESTERN COUNCa FOR THE WICHE CONTINUING EDUCATION 
/ ANi/ LIBRARY RESOURCES PROtJRAM 

The Coyncil serves as the "board" for the WICHE Continuing 
Education and Library Resources Program, setting policies, 
approving budgets, recommending action, evaluating |)erf ormance , 
and reviewing staffing. Members of the Western Council co-, 
. funded the 'WICHE/USOE Institute for Training in Staff " 
Development and served in a general advisory capacity/after 
having approved the objectives and intent of this In^itute. 
Regular reports were made to the Western Council on^the 
progress, problems, and priorities of the Institute. 

*Mr. Richard B. Engen, Director, Division of State Libraries, Alaska 
State Library, State Capitol Building, Pouch G, Juneau,^ Alaska 99801 

*Mrs. Marguerite B. Cooley, Director, Department of Library and 
Archives, State Capitol ^uilding. Phoenix, Arizona 85007 ' / 

*Mrs.. Ethel Crockett, Stake Librarian, California State Library,, Box 
^2037, Sacramento, California • 95609 

*Ms. Helen M. Miller, State' Librarian, Idaho State Library, 325 W. State 
Street, Boise, Idaho 83702 

♦Mrs. Alma Jacobs, State Librarian, Montana' State Library, 930 Ea^Sjt Lyndale 
Avenue, Helena, Montana 59601 

.j: * / 

*Mr. Joseph J. Anderson, State Librarian, Nevada State Library, iCarson 
City, Nevada 89701 ' / ' 

*Ms. Eloise Ebert, State Librarian, Oregon State Library, Salem, Oregon 
97310 



*Mr. H. Vince Anderson, Director, South Dakota State Library Commission,, 
322 South Fort Street, Pierre, South Dakota 57501 

*Mr. Roderick Swartz, State Librarian, Washington State library, Olyjiipia, 
Washington 98504 ^ . ' 

Mr. William H. WitUams, State Librarian, Supreme Court & State LiJ>rary , 
Buildiilg, Cheyenne, Wylping. 82002 . / • ./ 

- . . ■ // 



"r • . ■ y 

*Current members of the Western Council for the WICHE Continuing Education 
and Library Resources Program . - \ 



\ 
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WICHE/USOE INSTITUTE FOR TRAINING IN STAFF DEVELOPMENT 
Institute Communication 



1975 
May . 



Letters to stfete librarians requesting their 
/nominations fbr individuals to be considered for 
^applicants. ' 

Informational and invitational letter including 
application and needs assessment form sent to all 
'nominated individuals. 



,June 



\ 



July-August 



August 



SJeptember 



October 



\ 



\ Notification of selected applicants, their admin- 
istrators and state libra#|^ns. 

Informational mailing on the Mini-Workshop on Needs 
Assessment — faculty, site, time. 

Informational mailing and invitation to OE Regional 
Program Officers including Mini -Workshop plans and' 
'\ Institute list of participants. Similar mailings' 
"^^ent to state librarians and participants' 
administrators. 

Materfals distributed at Mitii -Workshop: Summary of 
general methods of need determination. Needs Assess- 
^ment Survey Instrument, Formulating Objectives. 

Post Mini-Workshop mailing to participants including 
three books:, Leonard, Conroy, Sheldon; participant 
list. Revised Needs Assessment Survey Instrument; 
Staff Development Bibliography; Progress Report #1. " 

Distribution of Mini-Workshop audio tapes. 

Final selection and preparation of Basics Workshop 
faculty with needs assessment data on participants, 
informational material on program. 

Correspondence leading to Institute Advisory Team 
meeting to review wbrkshop design ^nd plan their 
communication with participants. . ^ ^ 

> * 

- Informational material — arrangements, faculty, scheduU 
to all participants, administrators, state librarians 
and Office af Education** ' Letter to participants Included 
request for them to bring; needs assessment information, 
draft objectives, personal learning goals and supportive 
materials, surveys, etc., plus the suggestion for them 



-41- , 

.46 



APPENDIX A-5 



October 
(cont'd) 



Navember 



December 



1976 
J January 



) 

February 



March 



/ April 



May 



June 



to contact their affirmative action officer. 
Mailing included the Workshop Way of Learning* 

Evaluator sent separate cover letter and 
initial form. 

Correspondence and conference call used for 
final plarming of Basics Workshop faculty. 

Handout materials provided at the Basics Workshop: 
ALA Affirmative Action Informational kit, Action 
planning handout. 

Post-Workshop mailing included progress Report 
#2 and Feedback Report #1 (from the evaluator) with 
cover letters to participants which urged keeping 
a log and requested contributed items for the first 
issue of the Staff Development Information Exchange. 

Final participant list mailed with the cover letters. 

Explanatory material about the Delphi method together 
with Delphi Round #1 mailed to participants and 
state librarians. 

Letter to administrators encourefging continued interest. 

Staff Development Information Exchan^jeissge ifl and. 
Delphi Round # 2 with cover letter/ 

Delphi Round # 3 with cover letter 

Mailing ,to convene Institute Advisory Team' pre-Clinic 
meeting. ^ , 

Staff Development Information Exchange issue #2 mailed 
with-Library Affirmative Action Planning Guidelines (ALA). 

Informational mailina about the clinics —dates and 
sites, resource people^ registration card and sample 
model.; , . ' . ' * 

Phone (Interviews don^ by resource people with each 
registered participant. Conference calls to finalize 
Staff planning fo^.4linics. " ' / 



erJc 



Progress Report #3/ and the final book for 'participants. 
Models rev16w,ed, edited, returned to original author 
for approval . ■ ■ 

Distribution of ^ Final Report and Model Book with cover 
letter to Offl'ce of Educatibn, state librarians, 
administrator's -and participants (accompanied by certi- 
ficate? of .cotnpletion -of Institute). 

-«-4? ■ . 
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AHAD^ENT 
Institute Feedback Report #1 

Barbara Jones 

Responses from original questionnaire : 
Participants' profile ^as reported) 

Minority: J[ Physically handicapped: J. Veteran: J[ 

Hen: 17 Women: 24 

Age: 25-35: 16 35-45: 16 45-55: J. Over 55: i - 

y 

Some Ideas gleaned from Individual and group Interviews : 
"What dq you think of the Iiistitute at this point?" , 

Interesting appro^ich to learnfng. . .Good possibilities for change. • .Feeling 
good about it, . .It has been good for me, though not what I expected. . . 
Hope to Influence staff toward change. • .Wonder where it's gojfl^^ . .Needs 
assessment at .San Francesco was not adequate. • • Frustrated because I didn't 
understand about the homework I should have done. . .Too narrow.^. .Mint 
Workshop tapes didn't tell me what I should b6 doing. . .Group^ reinforcement . 
has helped. . .1 expected a model I could build on. ^. .First workshop Tve 
been in where smalls group sessions were useful, ' 

Some responses from Basics Workshop Questionnaire : 

1. "What were your expectations for the Basics Workshop (BW)?" 

I Predictably; most people expected to learn the techniques of training 
and staff develgpment and to develop 9 program based on needs assess* 
ment. There were other expectations, however, rar>glng from "jto learn" 
to "to be fired vp and leani i^ all." 

2. ' "How w?ll were these expectations met?" 

Most people wrote something like ."very well ,"' "well / **pretty'Well / 
tnd "beyond expectations." A few put "partially," "poorly," or ^ 
"not at ajl ," and one said "can't s^ay yet." 

-43-' f ' ^ 
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3. "What competendfcs did the BW help you improve?" 
Host frequently mentioned were goal and o^bjectives analysis, 
developing plan components and evaluation. 

4. On the question asking for an estimation of progress toward the 
five Institute goals, there was a wide range of answers (from a 
little to a lot) on all five objectives. It appears that people 
thought the most progress was made on Objectives 13 (develop western I 
regional network) and #5 (meet needs of minorities and' women). 

5. Most of the people who responded to the questions about access 
to the staff and opportunities to participate checked either "excellent" 
or "good." ^ 

6. Thirty-eight people answered "yis" that they w^re able to make^ contact with 
(or strengthen relationships with) colleagues /and three answered} "no." 

J.^^^jfiHi but two people indicated they would attertd another workshop \ike 
X ^ BW; one said "no" and one said "don't know.** 

8. The two questions asking about WICHE's role brought many different 
responses but the following were the most frequently given: Catalyst 
for improved resource sharing. . .coordinating networking activities. . 
consultants* adv^isory. . .provide resource 4>ersons and materials. . . 
distribute information on the field, perhaps in a newsletter. 

9. All but one person felt more qualified to plan and implement a Staff . 
Development Training PrograW after the BWil 

10. The programs on Affirmative Action and Evaluation got the most votes 
for •'most/ helpful", whil\ "Program PlanniMand Developing Program 
Objectives" were most of ten, checked as /l6ast helpful." As you might 
expect, some sessions Judged most heTpful by some turned up on the 
leas^ helpful list of others. 

/ ' ' 49 /- .0 
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WiStirn Inttrstata GommissiDn for Hightr Education 

«n tQU«' opportunity vmpioyer " 



Hay 18, 1976 

TO: Participant^, l^ICHE/USOE INSTITUTE FOR TRAINING IN STAFF DEVELOPMENT 

FROM: Barbara S. liones^ Institute Evaluator 

SUBJECT: Feedback Report #2 \ / * 

An participants at the Problem-Salving ClinicS (30 people) were 
given a brief Post Basics Workshop questionnaire on which to report later 
thoughts or developironts. In addition, Post Basics Workshop forms were mailed 
to the n people wW did not attend a Clinic; only onfe of these forms was 
received in time to be included here. / 

' Follow/ng is a summary of the responses: 

1, Looting back at the Basics Workshop last /November ,\have you changed 

your estimate of mss value? ^ t 

Denver: . YesV 3 No: 3 Not sure: 3 / 

' Portland: \ No: 16 Hot sure: 5 

.'Hall: No: 1 

' . 

Typical conments : "Don't remember what my original estimate was but i 
think it was pretty high so I havenU changed it much." "f^ consciousness 
. has been raised," "Now that we are really into a program I see more 
opportunities for direct application." 

2. Have you experienced any char^ges in perceptions or attitudes about the 
Basics Workshop? 

' Denver r Yes: 3 No: 3 Not sure: 3 

Portland: Yes^ 5 No: 14 Not sure: 2 

• Hall: No: 1 

Typical conments : "Time has mellowed me, plus I have perceived that 
certain problems came about from sources other tlian originally thought." 

-45- * : 
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"I had lioped for nwre than I got.". "I wortder how applicable it was to » 
our smaller libraries/' "I'm more l)ositive and optimistic and better 
able to apply principles." 

3. What effect did the Basics Workshop have on your Staff Development 
Program? 

' Typical comments : "Prompted me to get busy;- caused me to pay greater 
attention to the need for evaluation^ "^tore practical i^se ot^^^ftf . 
meetings." "Increased my awareness and thus ^janged.^y^^arforoach JW ^ 
Affirmative Action." "Increased recognition of ^th^ .importance of; staff 
development and the complexities: involved.*' "Have Held |ftieyhalf-day. 
session and in process' of planning^a series." "Egg prociss^^extremely 
^helpful." "Caused formulation and administration ^f i^e^ assessment / 
instrument." "Made me less impatient with our progress." "More thought 
to evaluation." "Made me aware of the'things we weren't doing." 

/ 4. How many contacts with other Institute participants have you had since 
the Basics Workshop? ^ 

None 1-6 7-15 
DenVer: 1 5 3 

^Portland: 7 13 ^ 1 

Mail: 1. . 

. 5. Reflecting back on the Basics Workshop now, what do you wish, had beeft 
done differently or better? 

Typtcal comments : "I wish there had been more infonrtative presentations 
that presented Information compactly; the large discussion sessions were 
frustrating." '*More specific focus." "More pre-conference contact and 
'evaluation."- VWore actual teaching in the sense of having us work and 
be evaluated." "A smaller group would have allowed more- individual 
participation." "I wish this had been based on a real need as expressed 
by me rather than by WICHE." "More orientation for the participants; 
I e)<pected more individual attention on developing a^ specific plan for 
iS^ library.'^ "I ftould like to have participated tri a >talk-through of a 
successful staff development program, using^ actual datac" 
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Wtturil Inttrstttt Committion for Hightr Education 

' an tqu^ opportunity tmptoytr 

. May 18, 1976 , • - • 

TO: ' Participants, WICHE/USOE INSTITUTE FOR TRAINING IN STAFF DEVELOPMENT 
FROM: Barbara S. Jones, Institute Evaluator 
SUBJECT: Feedback Report #3 / 

• ^ 

Were are some of the responses from the evaluations of the Problem-Solving 
Clinics. Thirty people completed questionnaires, at least in part. 

1. What competencies did the P-SC help you improve? 

The most oftfeh mentioned at the Denver Clinic were planning techniques , 
need for Involvement of others and help in group processes . Top ranked 
at the Portland C11n1c were techniques for change and evaluation , 
planning , communication and group interaction , [ ' 

2. ^ Do you feel more qualified to plan and Implement a Staff Developirient 

Training Program? . , 

At Denver there were 7 yeV and 0 no answers. At Portland, IS safly|^ . 
and 5 said n«. " 

3. flow effective was the P-SC training design or format? 

'At^Denver 2 said excellent and 6 said good. At Portland there were 
10 good, -8 fair and 3 poor. 

. 4. How would you evaluate your access to staff members? 

At Denver, 2 said excsllent,. 4 said good and 2 said fair. At Portland 
there were 8 excellent, 10 good, 2 fair'and 1 poor. 
f - I * • . 

5. How wojuld you evaluatfc your opportunfties to participate? 

At Denver 5 said excellent and 3 said good. .At Portland, 14 said 
excellent, 4 said gojbd and 3 said fair. 

6, What was ^one, if ariything, which caused you to be less resistant^ 
' more open and receptive 'to the/Clinic? 

/ 

Socne people felt tfiey had been open and receptive all along. The 
ftiost frequently mentioned aspect at Denver was the smaller size . 

52 
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This aspect was also* mentioned favorably at Portl^d but ^ome pfeople fei 
that the Portlapd Clinic was still too large a grpu^- Other aspects tWt 
were mentionea more, than once by the Portland participants: open . atmq^here ; 
attituJe Qf staff ; more contact with resource people ; time passed and / 
expectations lowered ; and they came better prepareST ' ^ 

People at \^th Clinics felt. the most progress had been made on Objective. 
#2 (To establish th^t the staff development function is essential to 
build and maintain. an efficient and. effective delivery system for library 
services) and the least progresS/Oh #5 (To address the specific and unique 
nefe^S'Of ethnic minorities and/Women in staff development programs^ 
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HASE I 



PHASE II 

1 

PH/(SE III 

PHASE IV 



/ 



PRELIMINARY DRAFT - EVALUATION PLAN 
WICHE/USOE INSTITUTE FOR LIBRARY STAFF DEVELOPMENT 



PHASES OF EVALUATION - THE "WHAT* TO" EVALUATE 

Background information 
Desigrt of program 
HiniWorkshop 

Needs assessment , , 

Basics Workshop 

Background" information 
» Program design * ' 
Coris(jUing process ^" 

onal Problem-Solving Clinics 

OUTCOMES 9 ' 

Achievement of Institute Goals 

1. Increased number of antl improved quajiity of staff 
, development programs . ' 

2. 'staff development functions understood and' accepted, 
and greater .understanding of personnel itianagement ^ 
role 

3. Organization of regional network of training and 
development personrtel begun 




Influence, of program isxtended beyond participants 

Unique nefeds of niJn9ri ties* and women identified and 
addressed | 



4. 



B. participant's Developn|enl| 
Personal f 



1* Quality of own needs assessment 
-2. Quality of plan to meet ne^ds 
3. Success in achieving personal goals 
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Professional 

1. Quality of needs assessfltenti for staff 

2. Quality of inservice training design 

3. Program objectives 

4. ; Program learning activities ' 

5. Evaluation plan 

6. Quality of staff development 

7. Hays -and means of resource sharing ' 

C. Pafrtici pant's Organization 

IJ. Effectiveness of staff development, continuing 
jucation program 




For individual 
b; ' For group 

Quality of library service 
Quality of organizational effectiveness 
/ 4. Kind and'quality of organizational change 
5. Role In staff development network 



PHASE V ,^ OVERAUL PROCESS, hEtHQDS 

1* Connunl cation 

a* Interpersonal 
b. Group 



Among staff 

Among participants ' ^^^---^ 
Between ;ind among staff and pai^fidparft 
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2. Oeclslon-macking and pr4)blem-solv1ng processes 

3. Cofisulting process throughout 

4* Facilities and arrangements j 

Details of marraqement , housekeeping, loglstfcst etc. 



5. Training jethods 

6. Training materials 



/ 



/ 



. ^ EVALUATION METHODS THE "HOW" TO EVALUATE . 

1. Discussions wjthi sta-ff 

participants 
library users 

2. Audio and video tapes 

for Instant feedback for participants 
for later replay for In-depth analysis ■ 

3. Instruments 

for reporting from Individuals and groups 
and as a basis for group Interaction 

Example: Questionnaire ^ 

Delphi Consensus Forms 

4. Interviews 
•5. Observations 

'6. Analysis of correspondence and other materials 

7. Additional methods developed ejs 'need arises at\d 
• inipiration strikes 
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{Used by the Associate Olreqtor and the Institute Advisor:^ Team.) 



On the assumptions (Which may or may not be true) that the Institute cannot 
expect to be equally successful rn achieving all. of Its goals, rank the 
following possible goals According to the priority you think they should 
have: too ties, please) 

*- ' \ 

Rank * Goal 

1. Personal development of Institute participants 

2. Professional development of Institute participants 

3. Increased number of and Improved quality of staff 
development programs 

4. Identifying and^working on the unique' needs of 
minorities and women 

' ' ' , r 
5. • Improved library service throughout the, region 

6. Organization of regional network of training and 
development personnel 

7. Greater understanding of personnel management rO^e 

8. Improved. organizational effectiveness 

9. Improved staff development in libraries and systems 
b^nd those represented by participants 



10. Development of ways ^nd means for fesgurce sharing 



over 
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(Used by the Associate Director and the Institute Advisory Team.) 
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Now to assist the developi/ent of criteria for measuring how well these goals . 
were achieved, ^please wrl{e in operational definition for your top five goals. 
In>other words, for each of //our top five goals, answer thq question, "I will 
know this goal, has been achieved when ..." We are lookinq for measurable 
outcomes so please be as specific as possible In terms of jbehavlor or something 
measurable. 



Goal Rac^ked 
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^ I REF:,Y-1 

DEADLINE: 10/29/75 



:JAME; _JI . POSITION: 

WRK ADDRESS: [ 



ZIP: PHONE: 



HGHE ADDRESS: 



ZIP: PHONE; 



\ 



1. Briefly describe the scope of your present responsibility (Include your m^or 
professional activities, the number of ^people you supervise, ■etc.) 

i 

Z. How many staff members are there 1n the library • agency or system for which 
you are planning a staff development program? 

3. Are you a member of a minority race on religion? Yes No ^ 

4. Arc you physically handicapped? Yes .lo ^ 

5. Are you a veteran of the armed slices who\$erved during the V1et Nam * 
era? Yes . Ao 

In which age bracket are you? ^ 
Umjer 25. '25-35 35-45 45-55 Over 5 J ' ;^ % 

7. In rankNjrder, li'^t the three major reasons you applied to be an Institute 
•pat*t1c1paftt. 

- , ■ \ . 

8. Are these also your major goats for what yoiHiope to attain from the Institute? 
Yes No If no, list goals: \ . . 

. — — . - • \^ ^ 

». Are you hoping the Institute will help you 

start a new staff development program 
T expand an-fexfstfng staff development program 
. othec (eijplain) ^ • ^ 

10. .Whit do you now view as your prime needs that the Instltlute can help you meet? 



11. On this continuum. Indicate your^-ASsessment of yoUr present competence to design 
«tnd implement staff development/programs:^ » . 

: / I 2 3 ^ / 4 ^ 5-^ 6 X_ L 



Cwetent - : 59 Cbwpetence 
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12. On this continuum, indicate th^ amount of experience jrou have had In planning 
*and Implementing staff developrtient programs: /\ 

/_] 2 3 ^ 4 5 1 V6 7 / 

Too many piroarams I No experience with 

to count \ staff development 

\ ' / programs 

13. How effective has the communication from Institute siaff members been so far? 
Excellent \ Good Fair _ ' Poor" eonments: 



14. How useful have the materials. been? Excellent /Good Fair Poor 

. Comments : 



15. Have yoij completed the^eeds Assessment of your'organlzatlon. at this time? 
Yes - 'No Comments: 

16. Have you formulated draft objectives for a staff development program at"th1Y^^me? 
Yes Ho Comments: — ^ \ 



17. .Did you 6)*der the tape of the Mini -Workshop sessions? Yes No 

If )f|s^, how i/seful were the tapes? Excellent Good _^faTr Tobr 



^ If n£> why no^ 



The last three questions are to be answered only by those who attended the 
Hinl-Workshop: 



18« What 4id you learn at the Mini-Workshop that you didn't know before? 



\ 



19. la whatVays h^ve you been able to apply what you learned at«,the HI n1 -Workshop? 



20. Looking back now at the Hini-Horkshop, h'ow could it have lielped you roo»;e^ 
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WttttrR Intfrstatt Commission ftr Hightr Educithin 
October 15, 1975 



To: 



From: 



H. Edwin Eritkson 
Hllllam R. Kinman 
Barbara J. Mauseth 
Geneva Van Home 

Barbara Jones, Institute Evaluator 



lAT Members: 




First, 1et"irte thank you for your valuable ass Istan^te} during your meetings 
in Salt Lake City last month. Both the tape of your dl^usslon and the forms 
werfe most helpful. ^ [ 

Second, I wouTa^^ftppi^eclate your coninpnts and reactions to the enclosed draft 
Evaluation and Calendar/a^-w^ as the Ugting of measureable outcomes for eacn 
of the five principal goal^rf^jcQu could gtve me feedb?ick before the Basics 
Workshop, it would <e appreciated. >-3ni also enclosing for your Information copies 
of ny letter and questionnaire currently being mailed to participants. 

With Barbara Conroy's >elp, lUoflftto schedule at least two meetings with 
you as a group during the BasUs Worksho{r>N3;{ie subject of one meeting would be 
to get your assessmervt of ttte Institute's effectiveness -^d results to date; tfte 
other meeting would be to oet youcjielp in designing mean^ of gathering data for 
several vispects of the/irfal report. Td like this second session to be near the 
tJiH of the Basics Workshop so that we can review and prioritize all of the 
suggestions gathered frpm participants and staff* 

Tm looking forward to seeing the faces that go along with p\t voices of the 
Silt Lake City t^pes. r-f- 

Sincerely, * - . 



^rbara Jones 
Irtititute Ivaluatoy* 

BJ:FB \ / 
End: 0>4ft-"^Evaluation and Calendar' 

Letter and questilr(na1re mailed to participants 

'CCV Karyann0ii9g«nt institute Director 
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GOAL #1: Increased number of and improved quality of staff development programs 



\ 

\ 



/ 



Heasureable outcomes : 

U How many of the>t5asic concepts provided by the Institute are included in the 
participant's staff development ^Mtline? 

2. Did the participant plarV ^nd conduct\ needs assessment which yielded 

information about neSds of staff members, the organization, and the ConmUnity? 

Did the participant interiyret and evaluate the needs assessment information , 
to determine feasibility, tg evolve iJ^riorities, and .to make decisions con- 
cerning the focus of an inservice trafrv^ng program? ' ^ 

4. Did the participant fbrmul.ate program objec^lvb on the basis o/ the needs 
discovered in the assessment process? 

5. Did the participant design a program of learning ac'bjvitles to accomplish 
the fonnuTated objectives? / ^ 

6. ^^Did the participant pTan for evaluating the training program? 

7. Did the participant identify problems to be addressed at the Pr6bl em-Sol vinq 
' Clinics? t 

8. How many new staff development programs are planned .and/or implemented in 
parti cip;int*,s^]ibr^ry or system (1975-76 pver 1974-7&R 

9. \ Number/^d of staff members in participant's. library or system who report 
gr^^ter feelings of adequacy and develQpmenjt. 

10» Jhii evidence from library users of inOreased^use and/or satisfaction with 
seru^^ ' , 

^GOAt #2: Improved staff development in libraries and systems beyond those 

represented by participants • ' ^ 
. ■ ^ ' — ^ 7^ 

- . / 

Heasureable outcomes ; ^ ' 

K Number of requests for outline and model book. 




/ 

/ 



2. Requests received by participants and training and Institute staff members 
' for Information, help from othpr libraries>or sys^tems., ^ 

3. Repom of, staff development progranming performed by other westfem libraries 
and Systems. . ^ ^ ^ 

4. Any r^por^t$ of improved organizational effectiveness from or abbujb^^other 
libraries and systems.', V 

5* How many new staff development programs are planned and/or implemented In 
regional libraries (1975^^76 over 1974-75)? / 

^ / V ' -60-' 1 ' 

ERIC/ ^ : 65 • 
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GOAL #3: Organization of regional network of training and development personrtel 

. and development of ways and means for sharing staff development resources 
— ^— ' ^ " 

Hea$ureable outcomes ; ^ 

1. Tlujiter of cpntacts with Institute staff to share ideas or resources, solve 
problems, generate new programs. 

2. Reported efforts to share inf5i:?nation and ideas among participants (number 
of contacts). ^ 

3. Reported communication linkages (new ones established, former ones expanded 
or used more frequently or differently.} 

4# Compilation and distribution pf list of competent and trained staff 
development personnel availabl€ to other libraries and systems. 



GOAL 14: Improved individual professional ^competencies regarding staff development, 
including greater ui;rderstandinq orHhe personnel management role 



/ 



Heasureable out 



1. 
2. 
3. 
4. 

5. 



t<;6mes : 



Participant's own reports of increased competence and confidence in planning 
staff development for and with others! 



/ 



/ 



Reports o,f participants' adhiinistrators on increased competency and confidence^ 
of participants and impact of staff development on the systen^. / 

Reports of initial and continued satisfaction with the Institute— indivicjdal 
professional goals met. ' /. 

Participant's ability to design own (individual) personal and professional 
staff development program. 

,* 

Participant's ability to articulate the value of staff develoipment in own 
library, sysiem or agency. 



GOAL #5:. Identifying add working on the unique needs of minorities and women 



Meatsureable outcomes ; 

h How well the "unique rvBeds" are iden|tifi;w and met. in needs assessment, outlines 
and st^iff development programs. 



ERIC 
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GOAL #5 (Cont'd 




staff development programs are'devoted exetbsively or primarily 
asing the fiompet^nc^S and confidence of minorities and women now 
in library work. / ^ x 

Uu|^er of new affirmative action programs developed in parti ci^pants' 
l/braries and systems, - ^ ' 



Hunber of -outreach proqrams deslgfied to identify and recruit qOaliftM 
women and minorities into non-traditional library positions Tpositionpipt 
usually occupied by women and /linori ties, such as upper ley^i adminWtra^tlvej 




/ 




ERIC 
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REF: y-) 



E V A L U JtvJ ION: BASICS WORKSHOP- NOVEMBER 7/4975 



ilAME: 



\ 



1. What were your expe 



s^for the Basics Workshop (BW)? 



2. w^l were these expectations ^^te^? 



1 

3.^ Were there ^iij 



axitlcl^ated c^utcomes ^pcg^ti^ negative)? ^Explain. 



4» What competencies did th^ B^ help you Improve? 

5, D6 you now feel more qualified to plan and Implement a Staff lievelopment 
Tr^lnitig Program? Yes M Explain ♦ 



6. Have you developed a training progftam' outline? Y 



No 



If no J explain ! 



7« Indicate how much progress you feel the institute madie toward each of Its 
five objectives during the BW. . 

\ Objective > I s ' To Increase the number and Improve the quality of * 
' \stabl^shed staff development progr:fuiis within ^.ibrarles, library 
systems » and state ]jferary agencies in the West. 

>^ ' ^ ' 

/I 2 .3 A 5 6' 7/ V 



Little 
Progress 



A lot of/', 
Ptograss 



Objective >2 : to establish that tlie staff development functf&n Is 
essential to build and maintain an efficient and effective delivery 
aysteii for library services • 

7 1' 2 3 4 5 6 71 



. Uttle 
Progress 



A lot of ^ 
Progress 



Objective >3 ; To develop the nucleus of a western regional network of library' 
draining and development personnels to assura that inservlce staff development 
. efforts, once planned, can be sustained and that new traininf^pro grams can be 
generated and shared. 



Li 



4 



JL 



' Llttl* 
Ftograas 



' A lot of 
Prograsii 



68 
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Objective #4 ; To incrwe the pogaibilit^ for .influencing library syltemi 
and agencies not /irectly involved in this Institfute to create new staff 
^avelopiaent prog/a^ or i^o utilize tested components from the models 
developed and c^sseminat!^^ by participants of this Institute* 



11 



4/ 



7/ 




Little- ' / \A lot of 

Progress , / ^ogress 

Objective #5 ; Tp^ddress the spec^Elc and unique needs of ethni^ minorities 
and women ih st/ff development programs. 

■\ , 

»v 5 6 7/ 




How would ^u^ank the Itiliportance of Che Institute objectives in 
- Development program needs and plans: 

Obi active • ■ , Rank 

1 

2 . » 

.3 / ; 

4 /' ' 

Reviewing the Basils Workshop, yktdx sessiotj Jwas the most helpful? Why?^ 



IQ. Which session was least helpful? Why? 



/ 



11. Whlchj staff mdnbers would you most like to have involved in the Problem-Solving 
\ CUnlcs? Why?: - / , - * 



/ 12. Htf^ effective was the Basics Workshop training desigti or format? 

illent Good Fair Poor 

Its: ■ . 



13* How would you evaluate your access to st^ff members? 
Sxcellent Good . Fair ^ Poor ^..^ 



r 

^64- 
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14* How would you evaluate your opportunities to participate? 



Excellent 



Good 



Fair 



Poor 



15# At the Basics Workshop did you make contact , with (ot strengthen relationships 
with colleagues from your sta« op region that will 'be h^lpfuU to you^ 

Yes Comnaat^T-^ 



IhJ As you plan loca^ progrkms, what role do you see for WICHE? 
17, What role do you see WICHE playing in the improvement of local library systema 



in thc^jicxj^jyive years? 



Id« How would you rftte the housing and meeting facilities? 



Excellent 



Good' 



19* Bow would you rate the food? 
Excellent Good ( Fair 




Fair £ Poor 



^Z0^ Wbuld you cone to another workshop like this one? 
Yea No Comments ; y 



tdAMKS FOR YOUR HELP. 
Barbara Jones 



left V-4 
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POST BASICS WORKSHOP 
NAME: 



EVALUATION 
V' April, 1976 



1. took4ng Ijack the.Basics Workshop last Novepber, have you 
changed ydur estimate of Its value? 1^ 



Yes 



NO 



Not Sure 



Conments : 



2. Have you experienced any changes In perceptions or attitudes 
about the Basits Workshop? 



Yes 



Not Sure 



Comments ; 



^ 



3. What effect did the 6as1c|k Workshop have on your Staff Development 
Program? Explain . - * 



f. 



4. How many contacts with other fnstltute participants have you had 
' since the Basics Workshop? , 

% - ^ . 

None 1-5 ■ 7-15 16-25 Over 25 



.5. ReTlefting back on the Basics Workshop now, what do you wish had been 
done differently ot^ bbtter? , Explain . 



ERIC 
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EVALUATE O.N: PROBLEM-SOLVING CLINICS April, 1976 
HAHE: 

1. What were your expectations for the Probl em-Sol vJng GUnic (P-SC)? 

2. How we^l were these, expectations met? ^ 

3. Here^here any unant1c1patel^utcoTC$ (positive or negative)? Explain, 

4. What competencies did the P-SC help you Improve? 

5. Do you now feel more qualified to plan and Implement a Staff 
Development Training Program? T5 S~^— N o , :£xpLlatxu — 



Have you developed a training program outline? Yes ^ N6_ 

If no, explain , ' 



7. Indicate (by circling the appropriate numberTTicw mu€ti progress you 
feel .the Institute made*toward each of the five following objectives 
during the P-SC: - , . 

Objective # 1 ; To Increase the number and Improve the quality ^f 
established staif development programs within libraries, library 
systems, and state library agencies in the West. ' • 

/I 2 3 4.> 5 6 7 / 
Little ' y^"^'"' A lot of 

Progress • ^ Progress 

, Objective #2 ; To establish that the staff d6velop(t)ent function Is 
essential to build and maintain an efficient and effective delivery 
system for library services. , - . 

7 1 2 * 3 4 5 6 7 / 
OttTe : TTot of • ^ * 

Progress Progress 

> . . * - -X , 

flb^ective 13 ? To develop the nucleiis of a western regional network of 
library training and development personnel .to assure that inservice staff 
development efforts, once planned, can be sustained and that n?w train- 
ing programs can be generated and shared. ^ ' 

/I 2 3 4 5 6 77 * . 
ntnS ^ , A lot of 

Progress • Progress/ 

*■ 
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Objective #4 ; To increase the possibility for influencing library systems 
ano agencies not directly iavolved in this Institute to create new staff 
.developtjient programs or to utilize tested components from the models 
developed and disseminated by participants of this. Institute. 

/I 2 3 4^567/ ; 
UttTe ' A lot of 

Progress Progress . , , 

Objective 15 ;^ To address the ^s^je^ific and uniqu^. needit of ethni.c 
minorities and women in stjjtff development progfalfis. . 

/I 2 3 4 . 5 e/ 7 l \ 

8* How would yo\i now rank the importance of ^he Institute objectives in 
' tenns of yout^ StJff -Development program needs and plans: 

Objective Rank 

1 

2 

' 3 ^ 

4 . 

5 



9. Reviewing the P-SC which jession was the mdst helpful? Why? 



10. Which session was least helpful? Why? 
/ 



n. Which 5taff members contributed the most to your learning ahd/or 
progress? Why? 



12* How effective was^ the P-SC training design or format? 

Excellent Good : Fair Poo r ^ ^ ' 

Coiiioents: 



13/ Hpw would you evaluate your access to staff members? 
> ^ Excellent " Good Fai r / ^r 
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14. How would you evaluate your opportunities io participate? 
' Excellent Good Fair Poo r 

15, At the P-SC did you make contact with (or strengthen relationships 
with) colleagues from your state or region that will be helpful to 
you? 

J 

Yes No Coflwents; 



16* How would you r^tt the housing and meeting, facilities? 

Excellent Good Fair Poor Comments ?' 



\ 



17. ^ow would you rate the food? 

Excellent: Good Tair Poor ^ > Comments ; 

» • , 

18. Would you pome to another Clinic like this one? 

Yes Nq Conmepts ; . 



19> What was jdone, if anyVilng. which caused you. to be less resistant » 
BJore open and receptive to the Clinic? 



THANKS FOR y5uR HElP* 
^rbara Jones 



74 
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R-AI.L EVALUATION 



IfTsTITUTE FOR TRAINING IN STAFF DEVELOPMENT 



1. 



How wouT<l yau rate the Institute over-all? (Circle one number please.) 

6 



1 2 
Very 
Helpful 

Comments: 



3 4 5 
Somewhat 
Useful 



7 
No 

Help 



2. What was the most effective aspect? Why? 



3. What was the least effective aspect? Why? 



4* Please make any comments which you have not been able to make on 
questionnaires or In our Interview: 



5. Any more thoughts on how a follow-up evaluation could be conducted? 



6. Anything else? 



J 



Ta be Included In the Final Report, this must be returned by Hay 25 . 

Thinks for all your help. i ' ' ' 

Bi^ Jones ^ 
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PARTICIPANT INTERVIEWS 



April, 1975 



Name:/ 



Location: 



!• What bugs you most about your back-hor^e situation? 



2', What is your back-home environment like? 

3. Where are ydu in relation to your back-home situation? Plans? Goals? 

• ' - ^ 

4. Where are you in relation to the Institute? What do you think of 
it over-all? 

5. To help me with evaluating the Institute, what should I ask you? 



6. What recommendation^would you give me so I can do a better job 
of evaluation? 



7. ril need some ways to measure the results of the Institute in your 
back-home situation. How shoujLiW do that? How will you help me? 



8. How do you plan to conduct an evattAtion of youp staff developmenjt 
program? . . 



9. How will you know if the Institute helped you achieve your goals 
e? 



back home? 



76 
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PRINTED TOOLS AND PRODUCTS FROM 
THE WICHE/USOE INSTITUTE FOR 
TRAINING IN STAFF DEVELOPMENT 

■19-75-76 ■ 



Page 

B-1. Bibliography * •. • • 73 

B-2. Workshop Way of Learning 80 

B-3. Needs Assessment for Staff Development.' . B2 

B-4. Act'imT M^amving Out-line . . . 87 

,B-5. Program Planning Outline . . . 99 



Forms used for the Institute Evaluation, process may be 
found in Appendix A-6, page 43. , 

9 

Note: The Evaluation Instruments in. Appendix , 
A could also be adapted for use in other 
situations. 

' , 7 -7 . 
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(This bibliography was provided to each participant following 
/he Needs Assessment Mini-Worbhop ifi June, 1975, as a b,asis 
"or following their i-ndivi^ual interests and needs.) 




WICHE/USOE INSTITUTE FOR TRAINING IN STAFF DEVELOPMENT 

. * Bibliography * 

r . • 

An initial bibliography of. selected general titles- 

American Society for Training and Development, Inc., Professional 

Development ManuaT . Madison, WI., American Society for Training 
and Development, Inc. , 1974. 

A guide to assist those inte rested. iTi increasing their under- ' 
standing of the trai ner^SToTe and resources helpful in , the trainen's 
personal development. Designed for those involved in ^training and 
development profession. ' ^ 

Burke, W. , Warner and^ Richard Beckhard, -eds. Conference PUnplng.. ^ 
2nd ed. Washington, D. C, NTL Institute for Applied Behavroral 
Science, 1970. A 

A guide to 'planning and conducting effective conferences for ^ 
diverge purposes. - 

*Chabotar, Kent J. and Lawrence J. Lad. Evaluation Guidelines for 
'Training Programs . East Lansing, MI., Public Administration 
Programs, Michigan State University^ 1974.. 

Guidelines for state and local trainers- and administrators on the 
most beneficial approaches for evaluating specific types of training 
programs, given the many complexities and limitation* involved in 
performing .useful evaljuations in. real -wprld settings: 

*Conroy, Barbara..' Staff Development a^d Continuing Education Programs 
for Library^rsdnnel ; Guidelines: and Criteria . Boulder, CO., 
WiCHE, 1974. (Also avalle^ble through ERIC).' 

' ' Bridf but comprehensive t^ol cpveHng .planning, implementing 
irtd evaluating staff development and continuing education programs ^ 
^ior 'library personnel.' This book Unp Iqnge^ avail able -through WICHE. 

Contkuing Library and Informatibn Science ytducation . National Commission 
on Libraries and Information Science/ Washington, D. C, 6. P. 0., ' 
.19,74 (.Also puWished by American SaCiety for Information Sciente). ^ 

Recommended by the National Coni)yfs5,ion the Continuing Library • 
Education Network Exchange (CLENE) Kopes to provide continuing professfonal 
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' / 

education opportunities for librarians. Much basi,t information is. included 
which would assist planners of training programs ^n areas such as needed 
content, preferred modes of learning, and motival/ions for continuing 
education. ' • ■ . 

Craig, Robert L. and Lestef R. Bittle, eds., Training and^flevelopment ' 
Handbook . N. Y. , ^1c6raw-Hi 11 Boole Company, 1967. " ~ , 

'■ — ■ ' ' 

The purpose of this book is to provide" a broad reference source for ^ 
those responsible for deve-loping human resources in any organization. 
It illustrates the status of the overall practice of training and develop- 
ment as well as specific techniques to be used in develo^ttig training 
programs. . • / 

Davis, Larry Nolan and Earl McCallon, Ph. D. Pljmfvind) Cofiducting , 
. Evaluating WorlcShops., Austin, Tk., Learnjifg Concepts, 19.74. 

A complete, (jbncise/<|uide to adult ejdikation activities, beginning , 
with a simplified suryey of adult learntfjg theory, the book moves step 
by careful step through the workshop process, from |:he earliest planning , 
stage to the final evaluation. 

Denova, Charle/^ Establishing a Training Function . Englewood Cliffs, 
N. J., Educational Technology Publications', 1971. 

,A basic guide to the problems of training'in 'contemporary business . 
and industry. Covers administrative and organizational requirements 
for a sound. training function, basic aspects of the psychology of 
teaching and learning, and evaluation of results in training. , 

Engel, Herbert M'. Handbook of Creative learning Exercises . Houston j Tx., 
Gulf Publishing Company, 1973. 

For the "inside" trainer, this bpdk describes the selection and design 
of experiential learning exercises to be used in training activities. All 
the material in this book is geared to involve the participants directly 
and intensely in the training process. , 

Gorman, Alfred H. Teachers and Learners, the Interactive Process of 
, " Education . Boston., MA., Allyh and' Bacon, -1 969. '' '■ - 

For teachers who wish to improve the interactive behavior in the 
classroom. The sintfior builds on the bas,ic assumption that effeqtive 
teaching and leam4ng is. a process of commimication among individuals 
in a group setting. ' ' • , - - 

Grabow^ki, Stanley M. ed. Adult Learning and Instruction ! Syracuse, Ni Y. 
ERIC Clearinghouse on Adult Education, 1970. 

' .An excellent collection of papers Which discuss adult learning, V 
Instructional theory, and related issues in research and practice. 
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Ingalls, John D 
Washington 



and Joseph M. Arcerl. A Trainers Guide to Andragogy . 
D. C, G. P.* 0., 1972. 



A guide to new concepts and techniques In the field of adult 
education with parttcukr emphasis on participative educational 
techniques. . / > 

Johnson, Stuart R. ^nd Rita B. Johnson. Developing Individualized 
. Instructional Material. Palo Alto, CA., '' ' 



Press, 1970.. 



WeStinghouse Learjiing 



• The overall purpose of this book Is tcf assist teachers to jlmprove 
the effectiveness of their instruction with the learners' needs as 
the prime consideration. \ . I ^ 



Kidd, J'. R. How Adults Learn . 
1973. 



Revised ed., N. Y., Assdclatlorj Preis, 



The author's purpose is to Integrate ideas, theories and experience 
that will assist practitioners' in adult education to better understand 
the adult learner as well a^ the process of adult learning. 

Klevlns, Chester, ed. Materials and Methods In Adult Education . ' 
N. Y., Klevens Publications, Inc., 1972. [ 

Describes a wide range of diverse views on" learning theori and 
Implementation in the field of adult education. The main thrust of 
the book is as an aid .to the teacher of adults In botti formal eind 
Informal ^settings and at both pre-servlce a^^ in-service stagei of 
professional development. ' 



Knowl es , Mai col m S . The Modern Practice of Adult Education . 
^ Associatioh Press, 1970. 



N. Y., 



Serves as a basic and comprehensive guide In planning educational 
activities involving adults. Practical hSpdbook, non technicap 
language, straightforwand approach. . • • 

Kozoll, Charles E. and Curtis Ulmer, eds. In-Servlge Tr»1n1nj : 
Phfl o sophy. Processes and Operatbnal Techniques . EngTewood 
Cliffs, N; J., Prentic'e-Hall," 1972. ^ ^ / 

A guide for the administrator or program planner on wliat to look 
for when instituting a staff development program and hoW to ensure 
a successful outcome. ^ 

Kozoll, Charles E. Staff Development in Organizations: Cost Evaluation 
Manual for Managers and Trainers" Reading, Ma., Addlson-Wesley, 
T974: ^ ' ' ' it ' 

80 • ■ ■ , • 
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The autho/ demonstrates that\sta'ff growth .in any, organization i^ more 
effective, more economical, and mdre accfptabU to traine'es if it is\part 
of a jsystem managed largely by in-house personnjel. Also includes practical 
guidelines and a variety of trainiiig );€chniques with suggestions for nutting 
theory tnto practice. 



• / 

/ 



♦Leonard, Edwin C. Assejsmentj of Trainjlng.Needi . East Lansijig, MI, 
Public Administration Pr^ograms', mchWan/^tatfi. University, .1974. 

! ' 11/ . I 
Pulls together basic methodology on Weeds assessment in a systematizec 
format and a single source. Includes instruments and extensive bibliograpljly^ 

Lynton,, Rolf P. and Udai Pa reek. Tra i n 1 ng and Aevel Q0in^nt . Homewood, 
'Jll.,. Irwin, 1967. T 7^ i 7^ 

Describes how to set up and maintain a training /program— /the basic 
concepts, strategies and metho.ds of training. Pri/iclples are dnawn from 
experience. . . " / / 

Mager, Robert F. Preparing Instructional 'Objectives. 2nd ed., Palo Alto, 
Ca., Fearon Publishers, 1975. ^ / 

A programmed text whfch assists the reader to formulate specific/ / 
objectives to, guide the devfel/opment of training activities. / 

■ / 7 

Mager, Robert F. Developing .Attitude Toward Learning . Palo Alto, ^'Ca. , f 
Pearson Publications, 1968.. ] / / 

. " . " ■ _ • _ . ' • ' /'--.■. 

A guide ,for teachers oh how to recogniz6 behaviors they "can usje 
as evidence of -favorable atfritude^ in students-. . Describes three principles 
and techniques they can apply to help^tudertts be more fayorably disposed 
toward their subjects of study, and offers a^ way of measuring success. 

^ '■ ^ ' ' •/ " — ' 

Magen, Robert F. Measuring Instructional Intent . Belmont, Ca. , Fearon 
.?Publishers,'l575: ■, :. "7 ~ ' \ ' , 

A^ook designed for those who "want to know hcfw^well their itistructlon 
works and how to develop the basic tools with which to measure 1 instructional 
intent. , ' . , 1 " 

■ ■ ' '\ , -' I ^ ■ 'I . \ , 

Mager, Robert F. and Peter Pipe. Analyzing Perfomjance- Problems ; Belmont, ' 
■ Ca..,, /fearon Publishers, 1970. " *; 

A-jprocedure for analyzing and identifying the nature and cause of 
performance problems, 'and a method, via a quick-reference <^he'cktis,t,' 
to, determine which- solution fs mo?t likely to work. * . ^ 

McCallon, Earl. Workshop Evaluation System Manual . Austin, tx:, teaming 
Concepts, 197Ti 
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.The contents are cjesigned to provfde a systematic approach to the 
evalyation of workshops^ viS. a scientifically developed instrument for 
tire collectfon and analysis of participant eyal.uat1on input. Also included 
is a workshop evaluation^ scale designed to provide \an overall assessment 
.of the effectiveness Of l^he workshop. 

Nadler, Leonard. Develop'ing Human Resources . Houston, Tx., Gulf 
Publishing Co., 1970i J7 Z~ 

A book for those actively irw^olved in developing human potential* 
Discusses the function {and backgi?Ound of human resource development, , 
activity areas for trai|nTng, edi^catilon afid development, and the role 
and function of the human resource cleveloper. ^ 

Nixon, George. People, Evaluation and Achievement . Houston, Tx., 
Gulf Publishing Co,,/1973. 

" / ' ;-/''/ 

I An in-depth explanation of the function and importance of evaluation. 
I Outlines the various, types atid uses of evaluation and ^^ts role before, 
/ during and> after training in .a multitude of diverse fields. 

Peters, John M. and Curtis Ulher, eds. How to Make ^Successful Use of the 
Learning Laboratory . Englewood Cliffs, NT J., Prentice Hall, Inc., 
1972. : ^ 

•/- • . ' - / 

A guide to the procedures involved in planning a learning laboratory. 

Rogers, Car] R. Freedom to Learn . Columbus, Ohio, Charles E. Merrill ^ 
Publishing Company; 1969. / ' ■ .r • 

"T4ie theme of the book is, that learners cah be trusted to learn and 
to enjoy learning when a facilit^tive person can set up an environment 
which encourages respons-ible participation in selection of goals and ways 
of re&0hing them. ' / ' . , ' . 

\ I . ' ' ^ . ■ * . ' /■ 

Shaw, Nathan C. ed. Admtfii strati on of Continuing Education. Washington,, 
D. C, National A^ociatlon for Public SctiooT Adult Education, 1969. 



• . .Apart from attention to recurring administrative responsibilities, 
problems, and practices,,^ the book also included implications of major 
thrusts for jthe next decade. , - • 

♦Sheldon, Brooke E., ed. Planning and Evaluatiriq Library Training' f^qrams . 



Jon, Brooke E., ed. Planning and Evaluating Library Training P 
Leadership Training Institute, Florida StJte University, Idp. 

• ... ' ' ". " 

An attempt to interpret some, current evaliati on theory, and translate 
it into a workable structure for practical application by training program 
directors in the libr^ary worlfl. 
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Stone, Elizabeth W., ed". peVsonnel Dev^lopmeht and Continuing Education 



in Libraries. Li brarV Trends . Vol 



20, No. U'Urbana, IL., University 



of Illinois Graduate Schdol of Li bt-ary Science, 197,1 ; . 

< ♦ 

This issue attempts to make the reader aware of the extent to which 
libraries have used personnel development and continuing education as a 
means of bringing about the ful\,utiliza1;ion of talent, and^of creating an 
orgajiizational climkte conducive to humari <|rowth. One section includes 
guidelines and a model for library personnel development. 

Stone, Elizabeth W. , ed. New Pi recti ons i n Staff Deyel opment . Chicago^ 
II., Library Administration Divi'sion, -American Library Association, 
1971. • / 

Has special emphasis on approach igg. staff development through 
participation in decision-makirig, management by objectives, motivation of 
library peir<sonnel*, and on-the-j|)b training. 

Teachey, William C. and Joseph/s. Carter. Learning Laboratortes, A Guide ; 
to Adoption and Use. Eng/lewood Cliffs, N. J., Educational Technology; 
Publications, 1971. / 

A guide to the operation of a learning laboratory covering* physical 
arrangements, administration and insjtructional materials. 

U. S. Civil Service Commission, Admijii strati tin of Training . Personnel 
B'ibliography Series No/. 51, Washington i D. C., ti. K. 0., 197.3. 

; An annotated bibliography covering all aspects of training 
administratlpnS-^ ' / ^ , ' - 



U. S. Publit Heskjth Service. Training Methodology; Part I - Background 
Theory and Research, Part II - Planning and Administration « Part III 
. Ins-tructional Methods and Techniques. Part IV - Audiovisual Theo>V , 
.Aids and Equipment . An Annotated Bibliography. Washington, D. C, 
' G. P: 0. , 1969-. ) , 1< 



, Comprehensive bibliography. Part I, pertains to i^eSearch and thfeory . 
on individual behavior*, group behavior^ and educational traipihg Ind 
philosophy. Part II pertains to aspects of instructional desigh, course 
planning, and training programs administration. Part III pertains' to a* 
variety of specific instructional methods and tecl^ques. Part IV (outdated) 
describes the various audio visual ro^dia that can a^ist training activities 

Vaill, Peter 8. The Practice of Organizatioft Development . 'Madison, Wt. , 
American Society :for Training and Development, 1971 .\ , * 

A study of organization development programs from t!^e noint of vipw 
of the organization members who plan and conduct them, s 

VeH, Clive C. and T. A. Vonder Haar. Training the Tratnp^ ^ St. Louis, 
Mq., Extension Division," University of M1ssour1-St. yitfis, 1970. - 
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(This information sheet was provided to eac^ participant prior to the 
Basics Workshop, November, 1975, as ^ preparation for the>Tearning 
experience at that training activity.) ^ 

- ' ". . THE WORKSHOP MAY OF LEARNING " * „ 

' : ' 

This workshop is planned to provide each participant with-^varied . 
opportunities to increase «ach participant's ability to plan a staff develop- 
ment prooram. Alona with these program planmnq skills will come the chance 
to* exchange one's own point of view with others seeking the same of 
improved library services through better trained library personnel but perhaps 
considering a different approach. 

The workshop will be a concentrated sequence of work sessions invol vino 
the staff and the participants in a step-by-step development of ^"J^^idua ' 
programs Some sessions will involve the total group together, other sessions 
will i;ivolve smaller working groups. -Time for participants to work alone or - 
with- consultant help is also scheduled. A wide range af resources--Staff , 
, boolcs, risejrch and work Aiateria\s-wi 11 be available for each participant^to 
use. I ' . 

Certain basic principles are involved in effective adult learning, 3nd 
••-'this program, one of continuing professional education, is based on the 

followinrprecepts. They are stated here to assure a common Do int of reference 
for those coming to the program: 

•'• 1 Learning is an exoerienf(;e\Mch occurs inside the learner and is 
activated by tHeieaTner. Yearning is not only a function of what 
a teacher doesy6 or says or provides for a learner. .More sigm-, 
ficarttlv. Teafninq has to dp with somethijig which happens in the 
. \ unique world] of the learne/ Learning flourishes in a situation in 
which teachiig is- seen a/a facilitatinq process that assists peop>e 
' •" to explore aid discovei/the personal meaning of events for them. 
Learning coop^ranve and collaborative process. 



leirn^ngis\he siiscovery of the personal meaning and relevance of 
• lyeas through^erience. It is a process which requires the 
exploration of ideas in relation to\elf and community so that oeople 
can^termine what their needs are, .-/hat goals they would like to 
fonmjiate, what issues- they would likA to discuss, aniwhat they 
need to learn. ' * — / 

The processes of problem- sol vino and leam1n((are highly unique ^nd 
Individual. Each person has his own vnique Styles of learning and 
■ of solving problems. People sometimes need help to define and to 
make explicit t<^ th«;selyes the learning approaches they ordinarily 

• * 

One of the r'iche^t resources for learninq is. the learner himself. 
Each-individual has'an accumulation of experjences^ ideas. feWinqs, 
and attitudes which comprise a rich veirt of Material for problem- 
-'solving and learninq. Learning situations which enable people to 
^ dfaw upon* and share their personal experlencfe and knowledge. 



r 
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Includes tried and tested approadfes for preparing trainers for 
the training pro'c.ess plus inhovative/n-deas. 

Warren, Virginia B. How AduUs Can Learn More— Faster . Washington 
D. C. , The National Association for Public Continuing and ^Adult 
Education, 1961. / 

A handy guide for adult learners or instructors who wish to 
improve their learning or instruction techniques. 

t 

Warren, Virginia B., ed.. A Treasury of Techniques for Teaching * 
Adkjts. Washington, D. C*, The National Association for Public 
Continuing and Adult Education, 1964. 

♦ A guide for teachers working in adult education. The owrtem^ 
address such areas' as creatiiig a good climate for learning, plannir 
an adult education course,^ creative teaching techniques to epable 
the teacher to retain |Lhe interest of the SJtudent in his learnir 
endeavors. » i 



V 



* Copy provided each Institute participant, 



■* . 

Materials ^selected by &aVbara Confoy 
Annotations prepared by .Flora Bov 
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Learning is an evolutionary process and sometimes painful.^ It calls 
for giving up the old and comfortable ways of believing, thinking, 
and valuing. 

The climate that promotes learning is most able.tp occur when these 
precepts/ are understood and accepted by those iavolved in the program--both 
staff and participants. '!e state them here for they provide the base from 
which the staff will work. The residential' nature of this workshop will 
serve to foster concentration within the "learning community" ^xe.all create 
and will encourage full use, of the resources brought together for you to use. 

The staff will be workinn together for the existence of an open climate 
In which each individuals's learning is characterized by its uniquely personal 
and subjective nature. This goal can only be fulfilled in an atmosphere of 
acceptance and respect for each individual and of tolerance for ambiguity, 
difference, and confrontation. Deep and lasting learning is a cooperative 
process with built-in opportunities for self-assessment and reflection and 
to make good use of what is learned. It rests on the involvement and invest- 
ment of the individual himself. The returns to the learner will be equal to 
the degree to which he/she invests himself/hei^self in the process of his/her 
own education. 



Prepare^ by- Barbara Conroy 

Associate Institute Qirector 
WICHE/USOE Institute for Training 
in Staff Development, 1975-76 
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(NOTE: This needs assessment instrument was designed to assist parti- 
cipants who wis.hed to adapt and use it in assessing the personal and 
organizational needs of their library, state agency or library system. 
The original was distributed at the Heeds, Assessment Mini -Workshop. 
The revised form includes participant-suggested modi fictions.) 

^ NEEDS ASSESSMENT FOR STAFF DEVELOPMENT- 

(Revised) 

WICHE/USOE Institute for Training in Staff Developmenrt 

1975-19^ 

Staff deyelopment seeks to Increase the^pablllty of the personnel of an 
organization to more adequately and effectively. meet organizational goals and 
objectives. A sound staff development Is deflm^as coordinated and sequential 
efforts directed toward given objectives rather than specific Isolated training 
activities. Such a program ;nu5t address Immediate and future needs of the 
organization and the people 1ft, that organization. % - 

Essential questions that must be asked In the assessment process are: 

yho noeis training? ^ • ^ 

what kind of training do they need? ^ 

' wften Is training needed? 

and, most Important: , "^-^ 

. wjv^ Is training needed? * 
(how? and where? are (Questions that are dealt with at a later point) 

Needs assessment Is not.a pne-tlme event because needs change for many reasons, 
such as, staff turnover, community ^nd organisational changes, new equipment or 
changed policies. * , 

You will need to plan carefully how you will proceed with your needs assess- 
ment. Encouraging the Interes^t and involvement of the staff and administration 
rill be vital. He]p them understand how what you are doing will benefit them as 
individuals as well as Increasing the effectiveness of thq organisation. It will 
be Important to alleviate any potential threat that ypur efforts might cause. 

^ Your careful and well planned steps at thlsrstage—needs assessment- will ease 

your way later for subsequent steps as you:. 

/ • formulate program objectives 

• plan a program of learning ^activities to achieve objectives* 

• assess availably and needed resources 

• , select appfopri;^te training techniques ^ 

^ • " plan for program evaluation 

1 * ' * 

' N ^ i * 

Uttr activities in this Institute program wit.l assist you with each of tjiese steps. 

It will be Important to consider and use a combina.t1on of techniques to get 
usefuKinfonnatlon. Relying on a single method runs a risk of acquiring Inadequate 
ind unreliable Information. You might 4ise one-to-one interview's, small group 
discussions, review of performance evaluations, etc. Your selection of ^nethods to 
obtain the information you need for^planning will depend on such factors as; the time 
and resources ^vallabTe, the organizational norms and fthat you are comfortable and 
skilled with doing* This attached form can be modified to fit the techniques ytu 
choose^ ^ ^ 

erIc / . , ■ ■ .. ■■- 
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NEEDS ASSESSMENT SURVEY INSTRUMENT 

Developed for the . 

WICHE/USOE Institute for Training In Staff Development 

1975-1976 



The Ne^s Assessment Survey Instrument is a paper tool to assist ypu In 
maktng a needs assessment of your organization— your library, your agency or 
your system— for staff development. The questions and categories are offered 
as guidelines to help you pinpoint the areas of need for the training And 
development of individuals in your organization. 

This Is a guide to direct your attention to the kind pf infonhatibn you 
need to know in order to prepare an effective staff development for your staff 
and your organization. It offers one basic format which may be useful for a 
questionnaire, for tndividual or group Interviews or for ajglysi^ of data. , 
The arrangement of informatiop and the format will both ne^ to be modified to 
suit your own situation and your application of the basic questions. 

, ' . • ' * 

The objectives of this Needs Assessment Survey Instrument are: 

1. To provide the opportunity for you to survey the top priority 
staff development needs of your library, agency or system., 

2. To assist in gathering the information you need to evolve a - . 
staff development program for your organization. 

'3. To provide a structured means for you to learn the needs 

assessment process. ' ^ « . 

4. To provide an introspective view of your library, agency or 
system in relation to personnel utiliration and needs. 

5. To revise this instrument so its applicatioi^ and use can be 
expanded beyond Institute participants (this version incorporates 
suggestions fr*om Mini -(workshop participants)^. 

In addition to the resources listed in the annotated Staff Development 
Bibliography provided to all Institute participants, the following may be*of 
particular interest during the needs assessment process: ^ ^ 

Atwood, H. Mason and Joe -Ellis, "The Concept T)f Heed: An Analysis for - < 
Adult Education." Adult Leadership , Vol.. 19, no. 7 An. 1971 ppZltf; - 

BellmarH Geoffrey, "Surveying Your Supervisory Training Needs," Training , 
And Development Journal, Vol. 29, no. 2 Feb. 1975,^ 

Dtlbecq, Andre L. al. Group'Techniques for Program Planning^ A Guidg 
to Nominal Group and Delphi Processes. Glenvlew, Ill« Scott^ Foresroan . 
and Co. 1976. • ' ~ ' 
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Individual Meeds 



• This Information, could be obtained from each staff member of a small or 
medium sized organization. For a laVge organization, a representative sample 
could supply the initial information. If you seek attitudifial infoi^ation 
. from individuals, this would be the place to ijisert questions related to those 
areas. , 

1. Which of your present job responsibilities require that ydu acquire more \ 
knowledge or skill in order to be ,able to Improve your effectiveness? 
(List the responsibility and indicate the area of Jcnowledge and/or skill 
that you need.) .... \ 



2. What knowledge or skills do you anticipatsfe you will need in order to 
prepire for your future job responsibilities? 



3* What areas of personal growth interest you most? In what ways are they 
• Job rilated? \ 



6 * - 
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Org>nl2at1ona1 Needs 



For general purposes the term "organization** is used here to mean library^ 
agency or system. 

Note; Information about .organizational needs should be obtained from 

various points of vi-aw and all levels of employees. Identification 
of the position of eacti respondent will be important in the analysis 
of needs. ' " ^ ^ - 

1. , List the current problems you see n6w facing this organization, then 
rank them in order of their importance or urgency, using 1 for most 
Mmpjortant, 2 for second most important, etc. 



2. What are some problem areas you anticipate^ the organization will face 
In the future? ' ' 



3. What capabilities will your organization require in the future that it 
does not now have? ^ 



"5%# oatiHiy whioh ie tha eubjuot of t}tis prgMgntaticn 
wa9 $upport^ in whol4 6r in part by ^the U4S. Offioe of 
% Scbdoatian'^ Dgpc^rtmmxt of Health; Miiation and Watfarg. 

Hamper, tks opinLonM ^rgsatd heroin, do not n^warily 
T$fUat th0'pc9ition or poticy 6f th^.U.S* Office of 
* .Eduaation^ ;.and no official 'indortmant by tha U*S. Office 
of J^ktoatton ehould be inferred* ^ 



7/25/75 .V ^. 

lSD/1 Rev. • » yi 
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WICHE/USOE INSTITUTE VOR TRAINING IN STAFF DEVELOPMENT 

(1975-1976) - ■ / 

(This needs assessmejit tool was used^^^^an example of an additional 
method of identifying needs. It declined participant needs prior to 
the Problenr-Solving Clinics and >QS the basis on which' resource 
people were selected \nd acti^^ties plannedO ^ , ' - 



NEEDS ASSESSMJ^t THE PROBL£H-SOLVING CLINICS 

THE DELPHI TECHNIQUE 

Feasibility Is at/ Important factor In the fulfillment of Hopes or pT^nS, 
6lven the constraints ^yvhat can be done that Is useful and relevant? We, want, 
the Clinics to be the/nost pos-sible help to you In the Implementation of your 
'staff development pryigram. Time and distance are Important limiting constraints- 
Md they are real • ^ ^ 

He have sought a method that" Is economical of your time and effort and 
'that vrlll yield reliable Information about needs of the Institute group. After 
considering various alternatives, , we belive that the Delphi Technii^ue meets 
those specifications land offers potential for: 

• 1<|fefitnfy1ng needs around which to plan the Problem- Solving 
*- ^CUntc series. . - . 

- prtsenting an example of an alternative needs assessment/ 
tiooU • ' . ^ ' , • ' 

• helping parti cipsijits to think and plan ahead with regard to 
, their staff development program, . ' 

- continuing to build the relationship among: the partiotpants 
wflich began during the Basics Workshop. 

These possible outcomes have been the'basi's for planning the enclosed form 

which is due into the Institute^ office NO LATER THAN JANUARY 5th. ^ I: 

ISeneralTy speaking, the most realistic v.jew of a situation comes frdS 
tiring « number of perspectives. The Delphi is planned to bring your perspectives 
' together and to yield an accurate and realistic picture of our futures wTth 
rtgardjto staff development in the organizationi This Delphi will ask your 
xbjdfliofls — what you think will happen, when it will happen and the nature of the 

Tl^ltCt. 
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• 


Our plan for this technique Is^o have three "rounds" which will progress 
from general to specific needs. Information, from the fjrst Vound Will be. 
analyzed and a report -on th^ group response will be s^njt to you together with 
'a second round form, Group response from the ^ecOnd round will be sent to you 
■lid-February with a third^form which completes the sequence. From this third 
rou(id, ,we wiU set the objectives ^nd plan the Clinic. activities. 


4 

* 

^ 




. . Indtvidual responses wj^l be anonymous-. The compilation of these 
individual responses will give a profile of the needs of the group. Each round 
)AW become more specific in clarifying the issues we face in seeking to 
laplemenjt staff development programs. ^ 




* • 


In case this/t;echnique Interests you, these^are a few resources which 
' ^ ottTer basic and bacKground -information: . ^ - ^ 






Qyphert/F. R. an4 W.'L. Gant. "The Del pt»1 Technique: A Case • 
Study." "Phi Delta' Kapfcan. vol. 52^ no. 5.» January 1971, pp. ^ 
272-234. 






I^lbftcd. Andre L. et.^al. Group Techniques for Proqram Rlannifvg. 
A Guide to Nominal Group and Delphi Processes'. Glenview, IIK, 
Scott, Foresman and Co., 197§. ^ ' ^ 

•p«t*rson: Sonva .DelDhV.TechniqueW A Workinq Notebook. This 4 
Corporatijon, -Dundee, Illinois, 197? Y' . \ 

Rasp. Mfred. Jr. A New Tool for Administrators: Delphi and 
' . D6cfsion Hakinq. ' Office o.f, the Superintendent of Public 
Instruction, Uiyn$ia, Washington, 1973. 

<. 'Spikes, W. FJ ^ "The DetlpM Techniqjue and the Adult Educator'*. 
Mountain Plains Journal of Adult ^Education, vol. 4, no. 1, 
1975; pp. 1-7. ' , 


f 




* Weaver, W. Timothy. "The Delphi Fovecas ting MetMd" PM 7 * 
^ Delta Kappan, vol. 52, no". 5, January 1971, pp. ^267-272. ' / 

\ . ^ ^' . . ' / * \ 
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. NEEDS ASSESSMENT FOR THE PROBLEM- SOLVING CLINICS 

DELPHI QUESTIOflNAIRE #1 

Please be clear and concise. Return your response in the self-addressed 
envelope enclosed, to be received BY JANUARY 5TH . 

!• What do you anticipate are the jnaJ^HNf actors impeding 
the implementation of a staff development' program in 
your organizatioh? ^^VN 



2. What do yoa anticipate are the major factors facilitating 
the implementation of a staff development program in your 
organization? 



3. Star (♦) those items listed with which you have had direct 
and personal experience. Do thi^ for both questions 1 and 2. ' 

Thank you. 



12/16/75 



89- 



APPENDIX .B-4 



I 



/ 

Note: Please §ive this your prompt attention . 



January 6, 1976 - . ' v ^ 



TOi Participants of the WICHE/USOE Institute for} Training in 
Staff Development 

FROM: "Barbara Conroy, Associate Institute Director ' . / ' 



About half of "the responses to the first questionnaire are 'in. They 
form the;^asis for this second questionnaire which is intended to: 

\ --identify areas of agreement and disagreement 
/- share information about the first round pf responses 
- define and clarify priorities more specificatlly 

The initial identification step now provides you the opportunity to 

""vote" for your priority needs. You will have a further opporturylty 

on round threewhich will conclude the series. 

/ 

You might wish to refresh your memory by revtewing the' yellow 
information sheet on the Delphi or the references mentioned there. 
Or[ you may just wish to review the first responses and indicate 
your own priorities. ^The importance of your response can not be 
over estimated. It is on this basis that staff, materials, etcl, 
will be selected for the Problem Solving Clinics in the spring. 
Please note that we will need to receive your response by January 
26th. Thank you. 



i 
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Your Name; 

NEEDS ASSESSMENT FOR THE PROBlEM-SOLVING CLINICS 
DELPHI QUESTIONNAIRE #2 . 

These were the items identified by participants in Questionnaire #1 as import- 
ant barriers to implementing a staff development rprogram* Please review them. 
If you wish to add comments expressing agreement, disagrefement, or clarification 
concemiDg any of these items, please do so in the space provided, y^l^o feel 
free to add new items at the end Of the list. ^ 

Then, rank in order the ten most important item? you see at this time^ Use 1 
for* most important; use 2 for second most important, etc. . 

This completed. form should be in- the Institute office by JANUARY 26, 1976. 

FACTORS, IMPEDING IMPLEMENtATION OF / 
STAFF DEVaOPMEf^T PROGRAM 
Your ' * ' 

Mority w r i. ' 

Voie Items from Questions # 1 < Your Coimients 

U Time of my own, away from . 

' other responsibilities, to 

adequately develop a fulT"prt)qram 
based on needs as assessed./ 



\ 1 



2. Time of staff to receJv^ training. 
3» Constant workload demyds of 

public service activitie^^ related / - y 
/unctions', and present on-gq>ng y f 

programs requiring priority ^n- ' / . , 

sideratlon over staff development / 
programs. ' - 

4. Restrictive budgeting resulting 

in short staffing for primary programs » * 

and activities^ let alone staff develop- 
ment programs. 

5. Clarity and refinement of goals 
Affecting ^the prganization. 

6. Priorw agreement on^ goals among 

organTzaJifon personnel . < . * , 

7. - Honest and direct cofftnunlcation 
among all staff membei:s. 



/I 



8. Misinterpretation of questi^^^i 
needs assessment. 

9. Creating |(iea«^ffbfyl activities 
from compiled resperts^s. 



s In 
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Your > 
Priority 

Vote Items from Questionnaire #1 



10. Sdme feeling among library 
personnel that we are not on^^ 



'big happy family " > but rather 
have spVtntered off into separate, 
groups. X 

n. Admini strati ve .di sapproyal 
of wasting time developing clerical 
staff. 

12. ' Adequate use of public media . ^ • 

•13., Some resistance on the part ^ 
of long-time staff members to try^ 
new responsibilities. 

14. Unusual amount of turnover 

In the last year. y 

15. No one whose primary function 
^1s staff development, 

16. Great variety of .staff needs . 

T7. Lack of convinced management 
support of the Idea of staff 
development. * 

18. Lack of definition for the 
role of the staff in their pwn 
staff development. 

19. Location of low cost resource ^ 
persons to conduct and/or assist 
with training activities. 

20. Physical distance * 
********************* 



★ ★ ★ 



★ ★ ★ 



FACTORS FACILITATING 'IMPLEMENTATION^ 
OF STAFF DEVELOPMENT PROGRAM 



Your 

Wtt Item»from Questionnaire 11 



1. Fty commitment to the concept, 
and ny determination to get a 
program Into the works . 

a-. A strong feetjng of need for 
staff development by the manage- ' 
went level. 



Your Comments^ 



f • 



erJc 



97 

' "92. 



APPENDIX B-4 



Your 

PrTorlty 
Vote 



Items from Questlognaire #1 

3. Itaff desire for more relevant 
vand personally interesting Staff 

Oevei^p^ot programs, 

4. Destre and Interest of library 
director for more responsible pro* 
grams of provable benefit to their 
library staffs and the pubJic, 

5. Planning for proposed cfwnges, 

6. Utilization of staff in terms 

of present funding and present goals, 

7. A cooperative state Jibrary 
association ^ '""^ 

8. Cohesive state committee for ' 
continuing education whose memb^' 
are dedicated, 

9. Some positive staff development 
has already occurred * 

10. Willingness of library personnel 
to look at ^ew ideas , 

11. Economics makes people more 
receptive. ^ 

12. Infongial network of librarians, 

13. The time-consuming budget 
decisions are also staff development ^ 
training, ^ 

14. Staff 1s very interested in 
" new approach" of involving them in 
planning and problem solving. 

15. I have my foot in the door — 
by virtue of th,t time, money, and 
effort that has been spent to sehd 
me to the WICHE workshops. 

16. Long established tradition of 
staff development-T)rograms. 

17. Existing communications system 
linking librana^^ trained. 

18. Pending system of c^tifi cation 

of public librarians, of which continu- 
Ing education requirements are an integral 
pirt. 



Your Comments 
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Your 

PfTorlty 

VoH" Items from^Ckfestionnaire 11 Your Comments 

19. Background of state committee. 

members and familiarity with staff 
development resources. 



4 

Hall to ; \|lnstitute for Training in Staff 
Development 
WICHE 

Library Resources Program 
P. 0. Drawer P 
Boulder, CO 80302 



1/6/76 9 9 

ISM 

> /-94-> 



Thank you. 
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NOTE: ^EASE GIVE THIS YOUR PROMPT AnbriON. 
January 30, 1976 



TO: Participants of the HICh^USOE Institute for Training 

In Staff Development \* 

FROM: Barbara Conroy, Associate Institute Director 

Respondents to the secort^ Delphi Questionnaire have 
provided the basis for this third "round" of the DH^i, The 
highest ranking items are re-formulated on the basis of the 
priority setting process and the comments raa^Je on the e^lier 
form. 

The enclosed form Delphi Questionnaire will 
be the final formal needs assessment process prior to ahe Problem 
Solving Clinic series, so be abundant in your Indications of needs 
and wants in relation to that series. 

information provided from the Delphi process will guide 
and direct us as we seek resource faculty, as we assemble infor- 
mational materials and as we select appropriate and convenient 
sites. Thank you for your time and your help. 

A report will.be issued later, which ^111 detail the 
' process and the findings- of tWs Delphi. However, you might wish 
to consult the first informational mailing orv it If you wish to 
know more about the intent and procedure of i Delphi. 



by February 



Your respon se will need to biifc the Institute office 
JTT. — \ ^ " 



A- 
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PROGRAM PLANNING OUTLINE 



The following program planning outline was presented during the 
Basics Workshop to assist participants plan systematically for 
t staff development in their or'ganization* This planning tool was 
developed and used by the Outreach Leadership Network project ^n 
the six New^ England states in 1971-1972, a two-year effort funded 
through U. $. Office of Education, Higher Education Act, Title II-B. 
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ACrWH PLANNING OVERVIEW 

Th«sc are the necessary ir\^redi,ents of a successful action plan. The ^ 
general s^sions of the workshop will present the sequence which ooves \ 
"clockwise." However, individuals think, plan, and learn in very different 
ways. Stfaff menders will endeavor to assist you ,at whatever step you 
are and to help you accomplish the other steps necessary to complete 
your plan for an action program — one which you vCan implement successfully 
after the worl^shop. 



'^lan for Evaluatl^on- 
; Vhit progress are 
yoiKpaking? 




Plan for Implementation-' 
action ateps in the 
order they need to be 
done 



Develop action steps — 
Who? What? yjien? 
Eatabliah priorities— 
What is cost important? 



E 



Decide oYt best alternative — 

1.^ detenplne resources — 
What is available? What is 
needed? . 

, 2. evaluate alternatives — 
Wltat is realistic, feasible? 



Assess communicy n^eds- 
define problem to be 
solved 



Define goal — 
Vhat do you hope 
to achieve? 




Establish objectives- 
What^do^you want to 
happen? 




Devise program alternatives* 
How might you accomplish 
your objectives? 



jtoy rtaourcca are available to help you in deValoplng your action plan — 
both for ideas and for help in the planning process itsalf* 
Rtsputccs included 

*staft tiembers 

^materials distributed to participants 
*giaterlals in the on-site library collection 
, *fellow participants n 
- And have been assembled in this "learning cortrumi ty" , to entourage your 
Mkisua use and b^efit. 
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GUiDELINES TO USE IN SELECTION AN ACTION PROGRAM 



S«Uct in Issue that Is real ind viable * 

StUct an Issue you want to work on— not one you feel you ought to do teCagse 
others, are doing i t» 

Consider If thi situation Is one In which you are now Involved personally or 
WfnC to be In the future* 

tOnsItlcT, If you have some possibility for Influencing the situation or addressing 
the Issue—now or later. 



ELEMENTS OF THE PROGRAM PLANNING PROCESS 



STEP 



ACTIVITY 



ESSENTWL ELEMENTS 



1. Describe what Issue, problem or situation you plan to 
address with your action program. What Is the need 

tkMt your library lst»able to alleviate or remfedy? Include 
In the descrlp^tlon the evidence you have that tbe.^ problem 
Is real and significant* 

2. Define the ^al of, your Action program--^ broad statement 
of Intent for your program. What do you hope to achieve? 
This win provide direction throughout the xievelopment 

d Implementation of your plan. 

Establish your objectives— what do you want to happen? 
These should be specific statements of what you -plan to 
accomplish by means of your program.' These objectives 
will serve as guidelines for your action plan. 

What are the different ways by which your objectives 
•lyht be accompl !shed7 Tnbroad and general statements, 
Indicate how you might approach the task of accomplishing 
these objectives. List as many different ways as you'can 
think of. Elicit Ideas from others. 

5* Select the alternative or combination of alternatives th*t 
teem most feasible to achieve your objectives. Be sure to 
correlate the al't^rnatlve(s) selected* wl th the objectives 
for your program. If these do not coincide, either the 
objectives or the al tematlve(s) selected should modified 
ft thls^polnt* , 





GOAL 



OBJECTIVES 



AITERNATIVES 



DECISION 
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STEP 



ACTIVITY 



ESSENTIAL ELEMENTS 



6« List Ideas of possible action steps for your plan. 
/ Elicit Ideas from others— "free-n-zheel" to get as 
. many Ideas as possible. Then, go back aftd evaluate 
on the basis of which ones actually are able to 
support yqur objectives. Eliminate those steps that 
da not fit Into an overall plan. New program 
alttrnatlves or resources may come to mind as you 
work with this phase. 

Use whatever format you thln^ most suitable. You might want |^o consider 
outline form, flow chart, or narrative form, bujc whatever you/|uset be sure 
to. Include the vital factors of: 




WHO?. 



.WHAT? /.WHEN? 



Atsign prIorltTes to the above action steps—which Te the molt Important 
and have to be done (#1 priority), which should be done (#2 /priori ty) , and 
which are beneficial If done (#3 priority)?^ 

What resources are needed for each action step (people, facilities, materials, 

J 

ttc.)7 What, ways and n^jans are necessary? Whose coopera|fon Is necessary, 

In th€ library?. In the community? How do you plan /tfo acquire br mobilize 

t 

th€ resources needed? 

Indicate resources needed for each action step. 



7. List you action steps In the order they need to be dor^. 
B# sure to keep your objectives In mind while setting/ 
the overall plan for Implementation. Use whatever fo^ma 
Is most helpful to you. 



What Information do you want tOz-khow about your progress 
toward achieving your obJectlve5? What will you nded to 
know to detehnlne to what extent this various action steps 
art (were) effectlve--l*e., what results do you wi^t, afijd 
^how will you find out If you' got them? 

' i 



PLAN FOR 
IMPLEMENTATION 



PLAN FOR 

EVALUATION 
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f 

List the kinds of InformitlOn you need and who will hrtvc that Information 
(t*g*» patrons, staff » conmunlty groups, etcf). 

/ D^t^lHE/^TE ' OBTAIN PROVIDE 

KINO OF INFORMATION 'needed FROM WHOM FOR WHOM 



-rr-^ ... 



totamliYt how you plan to find out this Information. Indicate the factors: ^ ^ ' 

WHEW? WHAT? WHEN? WHO? 

Indicate how you plan to use the evaluative Information (I.e., feedback) in 
modifying your program. Be specific. 
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The following publication is independently 
paged. It is also available as a separate 
publication from the WICHE Publigati/jns • ^ 
Office (P.O. Drawer P, Bouldei^ Colorado ♦ 
80302) at cost -^a^og No. 1C:676:WICHE:2B122. 
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staff Development Model Book: 
Prograi^ Designs For Library Personnel 



■ I 



Editfedby ' 
Barbara Conroy 




A compilation o/ staff deveiopment program designs contributed by 

particigante4o4he4AflCHE/USO£ institute for traininflin Staff 

_ Development, 1975-1976. 
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As of April, 1976, the WICHE LibraA Ppogram frame was 
changed from Continuing Education wrtfLlbrary Resources 
Program to WILCO - Western Intjerstate Library Coordinating 
Organization. , • ' ' 



■J 



■{. 



The activity which i^the subject of this document wae 
Bitpport^d in whole or in part by the U.S. Office of 
Education, Uepartment of Eeal1>h\ Education and Welfare* 
Howeixer, the opinion^ expressed herein do not necessarily 
reflect the position or policy of the 1/.5. Office of 
Education, and no offi^^l endorsement by %the V.S* Office 
of Education should be inferred. . . 



To obtain Infornatlon orlT^topy of this pubUdatlon" (at 
cost), contadt: - ^ ( . ^ J 

WILCO;' 

Western Interstate Commission for Higher Education 
. -P.O. Dra^wer P 
Boulder, Colorado 80302 . ^ 



• CalflTog No. lC:676:WlfHE:2B122 
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STAFF DEVELOPMENT MODEL BOOK; , * • 

t ' 

'Program- Designs for Library Personnel • ^ 
Introduction 

■ • -V 

The effective delivery of ac^equate library services depends, to a 
great extent, on the availability and ability 6f competent library per- 
sonnel serving in all types^f libraries, in state library agencies and 
in systems of libraries. Often the availability of library petrsonnel 
seems ffxed and .apparently immutable dufe;ito a ^iven {tqmber of, staffs 
po^jitlolf^^ and intumb^flts. in most sftuations., imprd\m{g t^ie abilitj^ 
of existing staff members is more possible than is increasing the 
number of existing position^ or ^ employing* newer and more qualified 
persons.^ jj^.^ "^ 

lusiness ar^industjy, faded with the survival issue of success 

measured by profit, have lonq had a tradition of active traininn and 
development work with personnel at all levels in the organization. 

if 

Staff development "^is used to assure that new and existing efforts are 
competently staffed and that new and existing clientele are well served* 
^This tradition has resulted in an active, although informaf^exchange 
of program ideas, learning packages and training and development 
personnel. However, in the library fiejd, bther than being seen as part 
of the administrative function, staff development work has had little 
consistency or direction. 

One of the most helpful and constructive attempts to effect change 
in this situation is to offer the library field^encouragement and means 
to assist librarians engaged in continuing education and staff develop- 
ment efforts. One approach is to enable individual 1 i bra r)y personnel 
to participate in continuing education and staff development in order 
to improve needed knowledge, skills or attitudes relevant to their 
tasks and responsibilities in the library. Another approach is that of 
"institutionalizing" such efforts in organization programs which integrate 
staff development as a function with other library functions: public .. 
services, technical services, supervision and outreach. 
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Outcomes likely to^resuk from considerable effort and resources 
I spent on the f^rst^pp^^eectfare very limited for those effoi-ts do not 
.significantly'change the avail ability'*'of. staff development opportunities., 
Outcomes from t^e second aDDroaeh are much more probable to achieve^ 
long-term results that extend beyond individual competency. Organi- 
zationally based staff development programs seek to build healthy 
individuals in a healthy organization. Such programs build learning 
and|growing opportunities in a sustained and supportive environment, 

-Staff devel^opmeirt programs are essential to assure that the 
organizartiQT) and the individual have a chance to grow and change and 
devel>6p/ 'Rather than j)lacing the sole responsibility on the individual 
to absorb the learning and to make^ useful applications on the job, the 
staff development program is a chance for the organization and the 
individual together to look at what learnings are needed to determine 
how they can be feasibly obtained and to decide when and how they can 
best be>^pVied, / 

What the li bleary field needs is people with skills to develop 
programs, interdisciplinary links with adult education and training 
development, an^ relevant tools to adapt to the library organizations, 
FrOfn this context of need evolved the Institute for Training in Staff 
Development. The Institute was jointly funded by the U, S. Office of 
Education under the Higher Education Act, Title IIB and the Western 
Council for Continuing Education and Library Resources through the 
Western Interstate Kpmmission for^gher Education in Boulder, 

This year-long i^titute program involved forty-one participants 
from 12 wes)tern states in a sequence of training activities which were 
designed tq help each conceptualize and formulate a staff develop- 
ment program for their organization. The Institute was intended to 
Increase the commitment and the ability of western libraries to 
effectively train and utilize personnel resources responsible for 
developing and implementing library services. The objectives were: 
1, To increase the number and improve the quality of 
established staff development progr*ams within 
libraries, library systems and state lllrary agencies 
in the West, ^ 

114 
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2. To establish that the staff development funqtion'is' 
essential to build and mainta4n an efficient and ^ ^ 



effective del i very jsys tern for library services. 

I. To develop the nucleus of a western regional network 
of library training and dtevelopment personnel to 
assure that inservice staff development efforts, oncfe 
planned, can be sustained and that new training programs 
can be generated and shared- 
4. To increase the possibility for influencifig library- 
systems and agencies not directly involved in this 
Institute to create new staff development programs or 
to utilize tested components from the mbdels developed 
cLnd disseminated by participants (5f this Institute. 
' 5. To address the specific and unique needs of ethnic 

minorities and women in staff development programs. ^ 
The training activities included a Mini-Workshop on Needs Assessment 
condt^cted during the summer of 1975. This activity highlighted the 
importance of needs assessment for staff development and presented ideas 
for how to conduct jthat process* Late fall of that ylfer, a Basics Work- 
shop helped participants use thiffr needs assessment information, to fo^ 
the basis for planning the components of a staff development program for 
their organization. Two regional Problem-Solving Clinics were held in * 
the spring of 1976 to refine, polish and evaluate participant staff 
development programs. Each training activity assembled faculty and re- 
source people experienced in libfary staff development work, 

Supplementing the training activities, several additional aids 
were provided each participant. Four books were provided : Conroy's 
Staff Development and Continuing Education for Library Personnel ; 
Sheldon's Planning and Evaluating Library Training Programs ; Leonard's 
Assessment of Training Needs ; and Chabotar's Evaluation Guidelines 
for Training Programs * A Needs Assessment Survey Instrumeift was 




* ^Full citations can be found in the Staff Development Bibliography 
ori Page 125. 
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developed by the Institute staff and suggested as a possible model 
to be adapted by those participants uncertain about w^t approach "60 ^ 
use. Later, an alternative needs assessment method was demonstrated 
as a Delphi sequence was used, to assess ^partici pant needs for the 
Problem-Solving Clinics. During the Institu^fe, a Staff Development 
Information Exchang/was developed by the Institute staff. This newsletter 
served to proviiJe a means to exchange ideas and tips for useful resources. 
The Final Report of the Institute dttails each of these tools, explains 
how they were used and includes copies of many of the forms.* 

One of the most immediate and significant outcomes of the Institute 
is this contribution to the library field — a book of models of staff 
development programs for large libraries and small, for library systems 
and for statewide efforts. Examples of staff development programs 
specifically planned for library personnel has been indicated strongly 
as a need. Since none now exist in published form, this is a significant 
addition to the staff development 1 iterature^ within the library field. 
The publication of this Model Book makes available a wealth of thoughts 
and plans and hopes that can stimulate others to move ahead with staff 
development efforts in libraries, library agencies and library systems 
not directly involved in the Institute. 

This Model Book is,S*n a very real sense, an accompli shicent in 
response to one of the Institute objectives. Its purposes are: 

- to extend the benefits of the Institute beyond the immediate 
participants, * 

- to provide the opportunity for the exchange of ideas in 
regard to staff development programs, ^ . " 

- to prompt participants to articulate and communicate 
their plans for staff development in their organizations, 

- to provide a "reader" in staff development that will assist 
othersNn the formulation of plans ih their organizations. 

* The Final Report of the WICHE/USOE Institute for Training in Staff 
Development is available at cost from the WICHE Publications Office, 
P. 0. Drawer P, Boulder, CO 80302, and through ERIC. 
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Several factors should be kept in mind by those who use this compil- 
ation. In most cases, these models are drafts ^and describe what is 
planned at this point. Internal and external circumstances are likely 
to alter draft plar^s so each model shpuld be considered as subject to 
chanae .before ful 1 -implementation ds accomplished. Some models are 
comprehensive and in depth; others" repres^ initial thinking and ^ 
planning.' Some indicate broad staff involvement in their development. 
Others are largely the result of one person's interest and initiative. 
The diversity in approach and in intent — as in format — is impressive 
and realistic. Staff development in libraries is just beginning to be 
recognized as an essential function. Since this view is relatively 
new, ste^ff development has no't evolved traditional patterns and, as these 
programs reveal, the major characteristic is that of diversity. 

Many Institute ^rticipants have contributed staff development models 
for this compilation yj^ order to share ideas and plans with others. 
Twenty-one models are -offered here for review and for possible adaptation 
to other situations. Each model provides a means to help establish a^ 
personal or organizational contact with others about mutual interests 
^ md, concer ns. Section IJfncludes models designed for staff in a 
particular library agency* or library system. Section II presents models 

improve staff competencies on a state-wide basis. The models have 
been edited and, in some pses, abstracted from much longer and more 
detailed plans. Both the persorj and' the organization are identifi^ to 
enable users of this Staff tievelopment Model Book to follow up directly, 
with the contributor on queitiofts or shared areas of interest. 

This Model Book includes an overview of the necessary components 
. for a successful staff develojiment program to provide a context for 
examination of the models. Each model is separated by. a gold divider 
sheet which identifies the Institute participant jmd organization sub- 
mitting that Model. The editor's comments highlight 'those components 
which are strong features of that model and sometimes indicate conditions 
' or qualifications important for -an adapter to know. The divider shjeet 
also provides space for notiitions for personal use. Concltiding the 
volume is the -Staff Development Bibliography used by the Institute. This 
will be useful for others who, wish to pursije' their interest in staff 
development. • • ■ . * ' 
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An Overview of Staff Development Programs in Libraries 

In order io be effective, staff development efforts in libraries, 
in library agencies or in library systems must l^aye direction, consistency 
and relevancy. To assure. these qualities, a program of staff development 
activities must be planned to meet real needs of the individual staff 
members and of the organization. Sporadic, scatter-gun approaches to 
staff development offer an excel'lent chance of expending time and funds 
that are in short supply, frustrating the steady growth of personnel 
and providing counterproductive training outcomes for the organization. 

In ^ome cases, a staff development program will evolve from efforts 
to coordinate existing isolated training activities. This is particularly 
true where the gctivities have met a strongly felt need and have been 
well done and have created a hunger for more and better and different 
activities. In other cases, staff members, feeling the need for a more 
systematic method assuring effective staff development efforts, have 
devoted" their personal interests to formulating and gaining institutional 
acc^tance for a plan of staff development for the organization. These 
model 5 "illustrate both of these approaches. A third alternative, often 
found in the real world, is that of continuing to rely on individual • 
staff members, who feel the need to learn and grow, to find their own 
way to discovering and utilizing available opportunities for engaging 
in continuing education. 

' The responsibility for staf^ development is shared. Certainly the 
individual is a center focus for that person is the one who applies to 
the job the knowledge, skills and attitudes which, are learned. The 
organization is also responsible because Organizational efficiency and 
effectiveness and Resources are affected directly and indirectly through 
Staff development as the organization grows. State agencies and 
professional associations also have some responsibility for their missions 
are usually based on improving library services and that, in turn, relies 
on competent library personnel. However, state agencies, library schools , 
and professional associat'ions are limited, wi'th few exceptions, to' 



offering continuing education opportunities which can be utilized €nly* 
as a part of .the. staff development program of a library, agency or system: 

The responsibility is shared. The commitment for staff develop- 
ment must alsa be shared. The individual's commitment usually evolves 
from the need to learn and grow together with the sense of accomplish- 
ment and satisfaction that comes from increased competence. Individual 
commifmentvis evidenced by active learning and application of learnings 
to the j&b^sUu^ition, ^ The'orgariization's commitment most often ^evolves 
from the belief and •ev.idence that the results are worth the investment. 
Organizational commitment is evidenced by forfnal policies and rewards 
to encourage active staff involvement as well as by an iflipUcit climate 
of supportI.<. ^ - 

Whether launching a new or revamped staff development program* or 
building toward linking presently existing activit,ies into a program, 
the distinction between a program and activities needs to be made. A 
program of staff dev^pment would include a Variety of learning 
opportunities such as on-the-job instruction, orientation, workshops, J 
professional reading, staff "meetings and job rotation. The program 
would ti^ve comprehensive and long-range goals and objectives, such as": 
"to upgrade personnel competencies in all public service areas in order 
to provide^'^tter service to patrons," or "to enable personnel learning 
opporl^unities to assist in major organizational changes over the next 
five years." - ' 

.y The activities -within the staff development program would each have 
s^g^ate objectives. An activity such as job rotation' might have 
objectives .such as: "to increase the abitity of more staff members to 
do more tasks in. order to provide greater organiiational flexibility in 
' job assignment," or "to ofifer diverse training opportunities for all 
irKoming librarians prior to permanent assignment of responsibilities." . 
Objectives for activities must be congruent with progra'm" objectives. 

Thus, a prograni, as defined in this Institute is a series of staff 
development activities. A staff development program ijiclude? several 
components. The first two of these are nefceisary to perform in 
sequence: the needs ^'ssessm'ent process and "the formulation of objectives. 
The n.eeds assessment p'rocess consists of those methods which are used to 
identify., specify and prioritize needs of staff 'in the organization. 
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Methods which can bemused include written forms, individual or group 
interviews and/or personnel evaluation records. 

The formulation of program objectives can be expected to take a 
considerable amount of time to do wpU. Objectives a're rarely easy 
to establish and this is particularly true where those objectives affect 
, all s^taff members in an organization. There are many kinds of objectives 
, that can be defined but simple, specific and clear language will do more 
* to assure .understanding and agreement than will vague, ill -defined or a 
Unrealistic ones. ' " , ^ * 

Following the needs assessment and the setting of objectives, 
there is no pihescribed "right" sequence for the other components, • At 
some point,, the resources that are availabU and that are needed must 
be identified to assure the feasibility of the program. These Resources 
include time., money*, facilities, and people. 'Fu^ll consideratiop of 
alternative methods with which the objectives might be met is helpful to 
assure tliat THe best possible alternative is selected. 

Determining. the steps to successful implementatioR includes the 
identificatfon and preparation of learners, planning for the niost effective 
learning activities and techniques of instruction, selection of appropriate 
and 5killed training staff, provision of supportive materi&ls and facilities 
conducive to .learning and to the application of those learnings on^ the job. 

Means of evaluation are essential throughout the program not only to 

----- 

measure outcomes and results but also to provide feedback for program. . 
modification. Evaluation is not only done at the end but throughout to - 
provide information for sound decision-makirtg during the program. 

Staff development must be seen as an investment as well as an expense. 
Staff development efforts are, costly. The return oi\ the investment depends 
on the soundness with which the investment was made. Personal and organi- 
zational resources invested in aii unsound staff development program are 
likely to have little productive return. Poorly planned staff development 
Will be costly wi-th negative returns.- Sound staff development efforts 
will yield, individual returns such as interest, ability, application of 
learnings, job satisfaction andJiigher jtiorale and organizational returns 
of increased effectiveness and efficiency. These returns all add up to 
better library service. 

^ 
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SECTION I STAFF DEVELOPMENT MODELS IN LIBRARIES, 

- ! AGENCIES AND LIBRARY SYsfb^ 



/ 

MODEL 1 



PARTICIPANT •. Bob Carmack 

ORGANIZATION I. D. Weeks Library, 

University of South Dakota, 
Vermillion, South Dakota 

DATE * L Draft of May, 1976 

, / ■ 

COMMENT: ' . - 

Each objective for this staff development program^ incorporates 
regular library activities with the spfecial training efforts 
needed to accomplish that objective. This model obviously 
integrates the staff de^Ui^enJ; efforts with functions done, 
throughout the^' whole ^stituti^n, which serves to make the 
most of t:^me, energy and mone^^fesources. The affirmative 
action consideration evidences commitment to those principles 
and enhances the organizational benefits that can come from 
active efforts on affirmative action* 



WICHE/USOE Institute for Training in Staff Development 
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Environment 
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The I. D. Weeks Library serves as the major library for the University^ South Dakota. Housing 
some 275,000 volumes, the library is the largest in the state and serves as a major resource for 
the* entire state of South Oakota. Professional libraries serving the School of Law and of Medicine 
plus a small ^library serving the Chemistry Department are, also located on campus. The two 
professional schools^are autonomous in governance while the Chemistry library is a branch of the 
I. D. Weeks Library. There are currently eight (8) full-time equivalent- professional librarians, 
twei?ty-four (24) full-time Career Services Employees and a complement of student assistants pn 
the staff of the Weeks Library. 

No organized training program exists within the library 'with the Director being responsible for 
continuing education functions for the entire staff. 



10 - %^ 
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NEEDS ASSESSMENT 

An administrative decision was made early on to limit the initial training program to profession 
ally trained librarians. As such, a survey instrument was 'developed and administered. After 
each librarian had completed the form, an interview with each person was conducted^ This served 
nt)t onfy to provide insight into responses but to clarify areas of concern -and to^^neasure 
attitudes. • ^^i 

AREAS OF NEED FOR TRAINING 

After review of the survey, the needs were grouped into three loosely defined categories: 
1) New information; 2) Concepts, and 3) Content. \ 

1) ^ New information was categorized as needs for training in programs which were of 

cor^cern and in which the staff had little or no experience. Areas of needs Identified 
were: 1) Space; 2) Networking; 3) Data Processing. ^ ; 

2) Concepts are defined as needs which have their base In principles and ideas but 
which require application by the Individual. Respondents placed emphasis on 
refresher/review tr^alnjng. Two areas of concern were Identified as priorities: 

•a. Management skills ' 
b. Interpersonal CommunicatlonVHuman Relations 

3) Content needs were identified as those which required understanding of ' a specific 
body of knowledge. These were Identified as: 

' . a. Government Documents 

b. Non-prlht media , , ♦ , 

STAFF DEVELOPMENT PROGRAM 

Goal: Tx) provide the professional librarians with the Information and skill needed to^ 

maxIK^TzT library service at the University of South Dakota. ^ o ♦ 

OBJECTIVE i: Qeclslon making In the next five year^wlll be facilitated by ' 
librarian's understanding of current space problems. 

Action Plan 

1. Prepare t)1bl1^graphy of relevant material; compile existing Information 

and reports on space In the I. D. Weeks Library and distribute to librarians 
by September 1 , 1976. , . . 

2. During FY1977 hold monthly meetings' to discuss space alternatives 

a. Invite Director of Physical Plant to one meeting to 
discuss space. ^ * , 

b. Bring in outside resources as available, e.g,, architects 

and planners. - ^ ^ - ^ 

3. Prepare and adopt guidelines for weeding collection by January 1, 1977* 
\ 4. Coordinate library faculty discussion with library Division of the 

University Faculty Senate through quarterly meetings.. 
5. Develop game |>lan for library space by January 1, ^ ^ 

Major Resources to' be Used . ^ 

1. Report of ad hqc Library Planning Cdmmlttee ^ . ^ 

2. Bibliography of related information ^ 
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Major ResflMrces to be used (cont'd) 

3. Director of Physical Plant ' . * 

4. Self learning/experiences of library faculty 

♦ 

5. Handouts/reprints of particularly germane articles^ 

OBJECTIVE 2: To create an awareness of current and potential applications of . 

library automation and neti^rking. 
Action Plan » ^ • . . 

\, Create a system, by September 1 , 1976, for dissemination^ of fnfonnation 

to library faculty on library automation and networking. 
2. During calendar year 1977 hold quarterly discussion session with 
library faculty. ^ » . - 

^ 3. Tnvite at least one outside resource person to USD campus for* ^ 
seminar during FY77. 

4. Encourage participation and attendance in automation/networking related • 
continuing education activities each fiscal year. " * 

5. Encourage enrollment in formal courses as available and appropriate 
during FY77. , ' . > . 

Major Resources to be Used ^ 
'L Literature available in periodicals and books 
^ '2. Library of brochures, pamphlets,, repprts, ... * ' , • 

,3. Expertise of librarians in state and immediate area ' 
4. -Bi6liograp\y of related material 
OBJMIV^ 3; To develop library faculty training programs in management skills an'd 

•.^V interpersonal relationships. on an annual basis. 
Action Plan • ^^^^ 

1. Arrange with USD School of Business to conduct an annual seminar on library 
^management and interpersonal relationship. | 

2. Develop orderly system, by September 1, 1976, to facilitate library 
faculty awareness of cont1nuin(/educat1on programs available on this 
subject. 

3. Encourage^ and support financially as far as possible, attendance by library 
faculty to avt least one related continuing education function in FY77. 

4. Prepare bibliography of appropriate resources by January 1, 1977. 
Major Resources to be Used 

1. Schobl of Business faculty ^ * ^ ^ 

2. Director of Personnel, USD 

^ 3. Pre-packaged programs available through organizations, CLENE, and 
f related groups. * 

4. Bibliography of information 
OBJECTIVE 4: By January 1, 1978 librarians will have a greater understandinq of 
government documents and will be able to more effectively Interpret 
them to library users. * ^ j 

Action Plan , 

1. Plan at least two concentrated presentations \x\ PiJB for library . 

fe^culty by USD Government Documents^ Librarian. 
2** Coordiijate, with State Library, two (i) one (1) day workshops on gpvern- 
ment docum|nts for all interested librarians in Fiscal .Year 1978* 
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Major Respurces to be Used , . ' • / 

1. Government documents^collection, USD • 

2. Government document library specialists dt USD and In 
4 ^^tate and/or Immediate area. 

OBJECTIVE 5: During FY77 to creffte and^foster. an awareness on the part of 
% library faculty of non-print n^erfla and Its role in the \ 

dissemination of Information. 

Action Plan 

1. Develop five year master plan for non-print media 
Instructloniby JanuAfysl , 1978. ' ^ ' ^ 

2. Plan at least four (4) one-hour workshops on non-*pr1nt media 
utilizing resources in the Learning Resources Laboratory and 
the Educational Media Center during 1977. ' 

>v 3. Hold at least four (4) on^-hour presentations on Inst.ructlonal 

role of non-print media by staff of th^ Educational Media Center 
(In conjunction with Action Item 2) during 1977. 
^4. Coordinate with EMC and'st^ite Library two (2) one-day woj^kshjops 
on media for South Dakota librarians In calendar year 1977. 
Major Resources to be Used 

' 1. Learning Resources, Librarian 

2. Director and Assistant Director, Educational Media Center> USD 

3. Head of Educational Television and facilities of KUSD 

4. Media Specialists In-state and immediate area particularly at 
State level 

5. BibllogrSiphy of relevant materials ^ 

ARFIRMATIVF ACTION CONSIDERATION 

The University of South Dakota Affirmative Action Policy shall^overn the activities of this 
Staff Development Program. Two sections are particularly impdrtant; 1) General Policy, and 
2) Article VII C Education and Training. ^ 

1) Poljcy 

"It ts the policy of the University of South Dakota in so far as^ the University 
can control* that no person will be favo'red or discriminated against for reasons 
such as race* color* creed* religion* sex* ancestry* national origin, or p^slcal' 
or mental handicap. Equal opportunity for employment in both academic and non- 
academic posi^tions shall \>e assured all applicants and equal-access to programs, 
activities* facilities, and benefits shall be assured all ecnployees." 

2) Education and Training 

1.1 Committed to the concept of upward mobility, the University will 
continue to develop employee education and training programs; ^ 

. parti cipaticJn in whichjs, based solely on ability, expierjen^e and . 
• ^ob requirements. 

1.2 Employees* inclujling women and minority group members wiiriiave 
ot)portunities for enhancemeQ^t of skills, perfomance nt highest 

/potential and advancement in accord^with their capabilities.- 

1.3 Awareness of minority cultures and'the special problems of minorities 
and women will be Incladed in employee traiihing and education programs. 

, - 13 - 
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1.4 Job classification and restructuring procedu^ps will be flexible enough 
to establish career ladders and lattices. 

1.5 Internships and teaching assistantships will be available on a non- 
discnnnatory basis. 

* 

Evaluation Methods 

1. Feedback of participants 

2. Survey form to be administered as appropriate 

3. Performance evaluation {empirical only) n 

4. Where appropriate and possible, outside evaluator 
6. If available throug^> University curriculum, grade received 

6. Progress at target date 

7. Reports of participants in outside activities 

Anticipated Outcome 
i 

1. More understanding and productivity 

2. Increased level (s) of expertise 

3. More appreciation of, and participation in, decision making 
process 




SECTION I 



STAFF DEVELOPMENT MODELS IN LIBRARIES, 
AGENCIES AND LIBRARY SYSTEMS 



MODEL 2 



; 

PARTICIPANT Martha Julaphongs 

ORGANIZATION Multnomah County Library 

Portland, Oregon 

DATE ! Draft of May, 1976. 



COMMENT: 



This action plan uses staff development activities and objectives 
to work toward the needs of the organization which were defined 
in the needs assessment .process. For each area of need, the 
situation is clearly and briefly described snd relatively specific 
objectives are set forth. Activities are then based on those 
objectives in sjijlrt and long-range time fjjames. Linkage is made 
with existing staff development efforts which, though useful, 
were not coordinated before the fosmulation of the staff develop- 
ment program outlined here. 



HICHE/USOE InsttttJte for Yrainlng in- Sta?f' Development 
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Environment 

Multnomah County Public Library erg)loys 255 full ti'me staff and approximately 100 part-time 
staff. Of the full-time positions, 75 are professional librarians and the other positions include 
para-professional, clerical-, pag^ and maintenance st?ff. The system includes a Central Library, 
sixteen branches and an Extension Headquarters. The system is separated 'geographically as well 
as by specialized subject departments and service units. There has not been a coordinated, staff 
development program even though a number of individual programs have been undertaken. 
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, ^ NEEDS ASSESSMENT 

The first actlvUy was to Identify staff needs. Using the survey Instrument developed at the 
Needs Assessment Workshop In San Francisco In July, 1975 as a tool, a staff assessment was 
completed and the findings complledjn a brief report. These results were presented to the 
Library Director and the Advisory Council for review. 

Five major needs were selected and prioritized In t^rms .of frequency mentioned and the Immediacy 
of the problem. The following goals and objectives were then drafted. 

GOAL 

To Improve library service through an effective staff development program for Multnpmah County 
Public Library. ' ' 

CIRCULATION SYST€H 

Situation: The Library will be installing an automated circulation system and plans to 
have the Central Library on-line by May 1, 1976 with 16 branches on-line within the 
following year. 

Objective ; To develop staff public relations skills In dealing with the public during 
the conversion period until all agencies are on-line. 

STAFF COMWNICATION 

} 

Situation : Staff Members feel thire are no effective means of communication with 
adnlnl strati on from all levels to the level above. 

Objective : To Improve staff morale by opening new channels and strengthening existing 
channels of communication. 

STAFF INPUT FOR DECISIONS ' ' ^ 

. Situation : Decisions need to be made In 1) budget reductions, 2) materials selection, 

J) fringe benefits, 'artd 4) major changes, such as conversion to LQ Classification. 

) 

Objective : Devise technique^ for obtaining meaningful staff input in the decision- 
making process. 

CONVERSION JO LC CLASSIFICATION 

Situation ; The Library will be converting' to the Library of Congress Classification*, 
System beginning in January, J 977. • . 



Objective : To outline a program -of staff and public education^in the'usfe of the LC 
; Classification System, i 



I 
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ORGANIZATIONAL GOALS 



Situation : Currently there are no written epecific organizational goals either lopg-range 
or short-range fot the system. 

Objective : To outline a plan for the formulation of written organizational goals and to 
plan avstaff Information progran regarding theje goals. 

IMPLEMENTATION 

Implementiation of this program was planned as a two phase operation. Phase I Involved the 
Institute participant taking the first objective and following through ^he planning and 
Implenientation process* as deinonstrated during th^ Institute. Phaser II will Include the plan- 
ning and implementation of the total program over a longer period of time. 
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PH^SE I 

Situation : The Library will be installing an automated circulation system and plans 
to*have the Central Library on-line by May 1, 1976 with 16 branches on-line within the 
following year. ^ 

Objective : To develop staff public relations skills in dealirrg with the public 
during the conversion period until all agencies are on-line. 

The following activities were outlined as the most practical and feasible methods for achieving 
this 'Objective: 

a. Orientation for clerical, para-professional and professional sta^ff at the 
operations center to introduce the staff to the hardware and to kive them 
"hands-oil" experience in the operations and capabilities. \. 

b. Small group discussions to provide a background of information an(^ awareness 
for the change in sys/ems and the need for this change. 

4 

Distribution of written information to the staff including: 1) handouts for 
the public, 2) f«ct/sheets for the staff to keep them'aware of new develop- 
ments, and 3) sanun-e questions and answer.s that provide a basis for staff 
response to pub)4c inquiry. ' ^ 

d. A slidettape presentation ^^as*" developed to use with the public when more than 
a sirpple verbal answer is required. * 

Thej}i4ent?tion and small group discussions were held during December, 197S and January, 191^6. 
The written information and slide-tape presentation were introduced during Harch, 1976 and 
-arift' still in use. • * ' *J ' ' ^ 

Evaluation of the progran^ls still being done. ^ This includes written and var])al feedback from 
the staff involved. Public reaction to the change is bein^ rapnitoi^d and Sfe negative responses 



^rt being considered for further staff training needs. 
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PHASE II 



As a result of the Institute the following objectives and activities are outlined 
as the basis for a coordinattd progran. 

OBJECTIVE: Assign the responsibility for the design [and implementnion of 4 staff 
development program to a Staff Development Conmittee and have the Coinnitt^e operating 
by October 1, 1976. 

Activities : . 4 

1. The Advisory Council will consider the make-up and the scope of the responsibility 
of the Staff Development Connittee and approve the fonnation of this conmittee 

by July 15. 1976. 

2. The Council proposal will be submitted to the Staff Asspciatibn Executive Committee 
for consideration and recommendation by August 1, 1976. 

3. Committee positions will be filled by September 1 , 1976Abased on recommendations 
derived from Activity two. ^ 

4. The committee wilT be charged with their responsibilities and given the atithority 
to begin their work by October 1, 1976. 

OBJECTIVE: The Staff Development Committee will be Involved iil a two month graining 
program that will include the basic techniques of planning covered in the wTCHE Institute. 

Activities: 



1. The Institute participant will conduct a training program in planning techniques 
for the Staff Development Committee during October and November of 1976. 

* 

OBJECTIVE: An evaluation of existing and on-going activities in the field of staff 
development will be made by the Staff Development Conmittee and their recommendations 
for the continuance or curtailment of these activities will be made to the administration. 

Activities : 

1. Evaluation of the staff exchange program. 

2. Evaluation of Orientation for new staff. 

3. Evaluation of course work supported financially by the Library. 

4. Evaluation of departmental staff meetings. * 

5. Evaluation of informational comnuni cation systems. 

6. Recommendations presented to the Library administration for action. 

OBJECTIVE. Review the needs assessment conducted during the Institute and update where 
needed. 

■ - 19 - - 
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Activities :.. . 

N 

1. Analyze the original needs assessment and the refejilts. 

2. Conduct further assessments to elicit the currem staff needs, 

OBJECTIVE; Consider activities outside those currently being conducted and recommend as 
needed to meet the needs expressed in objective four. 

Activities : 

1. Survey the apprenticeship program currently being used in California, 

2. Study library programs using management by objectives ^techniques, 

EVALUATION ' . 

Evaluation of thisjjrogram will be an Integral part of the planned activities. The tseTf-eveluation 
technique will be essential to the planning and implementation of a flexible program that will 
meet the complex needs of a staff of this size and diversity. 
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SECTION STAFF DEVELOPMENT MODELS IN LIBRARIES, 

AGENCIES AND LIBRARY SYSTEMS 



MODEL 3 ♦ • 

PARTICIPANT.. Dolores fay Laners 

♦ 

• '■ ' 

ORGANIZATION \ /..Clark College Learning 

Resources Center ~ 
— Vancouvert" Washington 

DATE Draft of May, 1976 

COMMENT: . ' - 

This comprehensive and detailed model includes a sound and * 

exhaustive needs assessment effort upon which is-bMllt a program 

with measurable objectives 'detailed, activities planned and 

evaluation techniques descrtbed. With this sound a planning, • 

basis, the risk of serious difficulties is minimal from within 

the organization. The planning in ^is model represents about 

' . * • 

90% of the essential effort required for" a successful staff 

development program^ " , 

I ...... , . 

. . • ^* ^ 
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Environment 

Located Irv^-thc^^nnmrwest corner of Hasfiington stJate in close proximity to a large populated 
metropolitan center of another ^t^te, the Learning Resources Center (LRC) of Clark College is a 
program* designed^to support instruction within a community college district. The college has 
distrkt responsibilities that cover two counties and part of a third county, for a total area 
* of 3,253 squarse miles J 

The LRC maintains an exten$1on called a LRC Lear^nlng Satellite In the Vocational Occupation area 
located on campus, and also supplies reference and developmental educational materials to the 
college's Adult Learning Center'.outpost located in Bingen, Washington several miles away from 

the campus in a sparsely populated area In the far eastern corner of the district, 

- * 

The physical plant for LRC programs consists of space within two separate buildings. Presently 
in the midst of finalizing details for a building remodeling project scheduled for construction 
in the Sumner of 1976 with completion by Fall 1977, projections are to house all LRC programs 
under one roof^-^- — 

Operations for the LRC are maintained by a staff of 1 administrator, 1 coordinator, 5 professionals, 
7 part-time other professionals, 7 classified persons, and help from a group of student assistants 
which fluctuates in numbers frbm 27 to 35 persons, 

RpQp nn«;ihlP f nr ^ree _distinct programs called Library Services, Media Services, and the Learning 
Center, the Clark College LRC is the result of a two-year effort to reorganize, to combine some 
programs, add new services, and to cdmpromise internal program budgets through group consensus as 
a team effort to serve the institution as a total support agency to instruction. As a support 
agency to instruction the LRC worked togetlier as a team duriftg that two-year "period without an 
LRC Director, (^oing into a third year and still without a LRC Director, one team member was 
unanimously elected by the team to serve as the LRC Coordinator with responsibilities to administer , 
the overall LRC program, to coordinate efforts in planning and to work with an appointed Associate 
Dean in articulating LRC programs- at the administrative level. 

Although the college has a Staff Development Office with support from the administrative level, 
with funds, and a good written Affirmative Action policy and program, no well organized training 
program exists on campus or within the district for the following: 
Women in management 

Promotional opportunities for LRC classified personnel 
Continuing education programs for conmunlty college LR(/ personnel at tWe 

management and/or mid-^man|gement levels 
A variety of training programs to meet the needs of utilizing present LRC , 
staff for implementing and carrying out LRC goals and objectives 

Although a state continuation education program exists for libraries as a responsibility of the 

«tate library, the 6nphasis is on public libraries. This leaves the two year academic libraries 

with a minimum ^f needs met in the area of staff development. Support from the Graduate School 

of Librarlanship located within the northern part of the state is for aspiring professionals only. 



1 Washington State'Office of Program Planning and Fiscal Management. Pocket Data Book 1975 
(Olympia, Washington- January 1976), pp* "180,208,228.^ 
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NEEDS ASSESSMENT 



Staff development as a program is recoqnvzed as a high priority in the overall LRC program planning. 
As a result, enthusiasm and interest were already a generatinq factor for involvement of the LRC 
in the WICHE-USOE Institute for Training in Staff Development. 

For the purpose of analyzinij LRC organizational needs as well as individual needs, a modified 
version of the WICHE questionnaire was distributed to a sample group which consisted of 80% 
of the LRC staff. 

The staff was orientated to the process and procedures for completing the questiojinaire in 
three sessions. Sessions I and II were regular staff meetings oJ^Xti^ LRC Te^m which includes 
only administrators and full-time professionals that head distinct LRC programs. Session I 
served to announce the program and bring the LRC Team up-to-date about the progcer^Tof the 
WICHE Institute. Session II gave the opportunity to explain the procedures forVomp^tfng the ^ 
form, and to allow discussion concerning the format and clarity of intent from the questionnaire. 
The third session was a series of special staff meetings held within each LRC Pr^)gram area 
and included all support staff members such as classified and student helpers, as well as the 
Head of the Program area. The questionnaires were distributed at that time and all other staff 
members who desired to participate Were allowed to be included. 

NEEDS SUMMARY 

Findings from an analysis of the nee^s assessment device Indicate that strengths of the LRC are, 
found within its internal program* cooperation, staff attitudes, a high morale, present talents 
-and capainiities, experiejices brought'from outside of the LRC, and a strong service posture. 
Such strengths indicated must continue to be applied to the Increasing external pressures to be 
flexible within existing LRC programs and also versatile for future LRC program changes.' 

The lack of a LRC Director is a major factor of weakness currently hindering LRC programs in 
implementing goals and objectives. Prioritizing the position of LRC Director can be a vital 
element ^1n presenting leadership direction and visibility of LRC progrirtns^io the institution's 
administrative and legislative levels. 

ft 

The complexities of intra-library cooperation and the influence of super-management by the 
state system of community college education requires general knowledge of basic institutional 
and LRC operations. A multiplicity of specific skills among the entire LRC staff will be 
required for interfacing with state and regional cooperative informational systems. 

There is a shortage of local institutional operational funds and of contracted campus based 
personnel within the LRC. Without immediacy In correction of financial constraints at the 
state level and within the institutio/i's. priorities, new demands and more creative ways t6 
utilize the present LRC staff must , be prepared. Ttie long-range LRC goals considered necessary 
to achieve and continue an effective, efficient level of Support services to the Institution 
cannot be effected wtttiout some program of staff development. 

Corftinued Current knowledge and exposure in aceas'of Instructional support such as: Instructional 
Design and Developn^n^, Graphics, Media Production, TV Productioni Reference; and 'Government 
Documents. ^ \ 
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Knowledge about basic overall LRC operations, with emphasis on Information about. Organizational 
goals; Responsibilities of Individual LRC programs, and Cooperative activities of Individual LRC 
programs. 

Specific training In basic communications that transcend del)artmental and Institutional lines In 
areas Sf. Human relat1onsh1t>s. Interpersonal relationships. Public relations, and Affirmative 
Action awareness. 

Specific skills In areas of responsibilities such as: , 

Management - Budget analysis and Informatlonj Supervisory skills; Proposal writing; 
Writing job descriptions; Interview techniques; Planning skills; and Affirmative 
Action. Organization of materials - Government Documents; Periodicals; and Vertical 
File (Pamphlets). Media equj))ment - Audiovisual b^lc operations; and Microfilm. 
Data Processing - Terminal o^er^ons. Reference -J Reference Interview; Materials; 
and*Research techniques for patrons. Pub] 1c Relations - Community efforts. 
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SJjf F DEVELOPMEJPrPROGRAM MODEL 

GOAL : To develop an Innovative mod^for the staff development of the teaming 

Resources Center of Clark College in order to ensure high quality support 



servlfceS. 

OBJECTIVES: 

1. Within fh^lrst 30 ddys of employment, every new LRC employee will go 
through a half-day general orientation session. 

2. Within the first three weeks of employment, every new LRC employee will 

go through a period of 30 hours of on-the-job trailing sessions as defined 
by the department's handbook to which they are assigned.. 

3. Classified and student staffs of the LRC Public and Reference Services 
programs will Increase their knowledge of basic reference materials 

by 25 percent In a nine-month period. 

4. By December 1976 all LRC* staff and 75 percent of the LRC clientele will 
be able to operate a minimum of 6 different types of audiovisual and 
microfilm equipment within a period of lO-mlnutes per each piece of 
equipment. 

5. The LRC staff will form a committee of six who by July T977 will develop . 
guidelines for the purpose of using the resources of the college community 
for on-going training. 

/\ - AN LRC ORIENTATION SESSION 

Situation ; Two strong needs expressed ^imong classified and student staffs were, "the desire to 
know how the whole fits" and Improved communications at all levels. Present LRC facilities are 
housed within two buildings and In additional space for the on-campus satellite center, resulting 
In some communications breakdowns and misunderstandings. The orientation session seeks to 
eliminate staff confusion, foster general LRC pride, and to stress the attitude of ""teamanship" 
among- all LRC program personnel. 

Objective , within the fijfst 30 days of employment, every new LRC employee will go through a half 
day general orientation session. 13 G 
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Activities : To provt/e a four hour afternoon workshop within the first 30 days of employment. 
Offered ^^^Ing Sept^ber, January and April, the workshop will allow new employees to Increase 
their knowledge by\80 percent, of basic LRC operations, an overvlew.of all LftC programs, the 
LftC goals, some Institutional policies that affect the LRC such as the campus's Health and 
Safety Corrmittee and the InstittJtlon's Affirmative Action policy. ^ 

Each'new employee will receive a pacf^ of materials concerning the LRC Public Services' Hand- 
book, the Department handbook to which assigned, an LRC map, a copy of the college newsletter 
called "run-of-the Mill", a sample collection of forms and tools necessary for the individual's 
work station, plus a name tag, pencils and pad. 

Resourced; Enthusiastic staff. Media Produce!^, Audiovisual equipment, EEO/AAO Affirmative Action 
Officer, Affirmative Action Policy, LRC Department manuals and handbooks. Campus Speaker's Bureau, 
Campus Print Shop, and Seminar meeting room. 

Evaluation : Orientation Pre-test to show entry l6vel of competency. Orientation Quiz to show 
after the session is over the exit level of competency. Questionnaire to be filled out by new 
employees wlthia three days of the orientation session for future recommendations, changes, and 
comments on the session itself, such as what should be retained. Follow-up interview to take 
place after the new employee has been on the job for approximately six weeks. 

.Final Quiz to take place within 10 weeks of employment to demonstrate competency In knowing basic 
LRC operations, organizational goals, campus policies on Health, Safety and Affirmative action. 
Competency is determined if new employee passes quiz at 85 percent or better. 



All evaluation will be done by the Head of the Depart;nient to which the new employee has been 
assigned. The tests, questionnaire, and interview all document the effectiveness of the LRC 
Orientation Program and monitor the success level of the final product. 

Analysis . The program was designed to accommodate the limitations of a shortage of LRC full- 
time staff, prime time for LRC operations, time for guests on the program, the number of new 
employees to be orientated at one time, and a minimum cost factor. The campus schedule do^s 
not free LRC nor instructors in other areas from classroom responsibilities until the after- 
noon. The afternoon sessions allow for guests as speakers (an option) to be used within an 
area of 150 mi^^s and/or accommodates far airline schedules. 

B -.LRC DEPARTMENTAL TRAINING PROGRAM 

Situation . About 64 percent of the total LRC workforce is made up of students assigned to the 
LRC by the Student Placement Office. The assignments are made arid based on financial need as , 
opposed to e;^erfence or personal desires. The initial interview also is handled b^ the college's 
Student Placement Office. The LRC full-time staff is/can^erned over the control of tbft^ student 
staff turn^'Over rate, meeting affirmative action Pf^Rfc^©^ the expectancy and aspirations 
of the assigned student, and finally the quality Ci^'^i^^&^o the LRC clientele b^ the stuj((ent 
efliployee. 

New staff, especially in the LRC programs, who work,.4irectly with the patron are not given sufficient 
time for an Intensive on-the-job training period^'but worfc, with the public^ by denjand of need. The 
shortage of full-time staff in lead positions result in A,1arge nufnber of, staff being less informed 
about the detaili pf their work assigniftent than ottiers..,^^ . - ^ 
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Tv^ strong needs expressed by both supervisors and the studeilt staff were. 1) time from the ^ 
present job to acquire supervisory skills and 2) a scheduled [period for In-depth training within 



the assigned LRC program for all new'^staff . 



\ 



Objective : Withlft tjje first three weeks of einployjnent every new LRC employee will go through 
a period of 30 hours of on-the-job training as defined by the department's handbook to which 
^hejf are assigned. 

. Activities : To ^provide during the months of Septemb^, January, and April, an Identica? series 
of 14 one-hour SuperJ^ed training sessions, an eqi/al amount of practice sessions, 10 evaluation 
devices of 12 minutes each, and a final written report that may be taken for applied credit 
equivalents upon completion of the' training session. A media project or an original plan for 
designing a lesson module may be substituted for the written r<^rt. 

One.of three credit eqLivalents v^ill be granted upon application to the Staff Development Office 
for classified s^aff and-'by signing "^up for the LRC Developmental Education course on Library 
'%kills for students. ClassifieS stc^ff may apply the credit as hours toward an LRC promotional 
program, and students ^oward their General Studies Degree. 

Resources ; Librarians with HL^ degrees and teaching experiences^ Media Producer; Audiovisual 
equlpmenti Commercially prepared library individualized program^ck^es. ' Educational Research 
Associates and Northwest Regional Educational Laboratory. Washington State Library Continuing • 
Education Program packages. Central Seattle Conmunity College instructional program called: 
."Efficient Library Techniques", Pacific Northwest Bell Laboratories - a film on public relation^; 
Seminar meeting room, TV Studio, fl^eo equipment, D^artmQot manual, and Woricbooks with lesson 
plans. ' ' • ' . 



Evaluation : Departmental ''prfi-test to show entry level of competency; Final test, to measure exit 

level of competency. Ten l?-minute quizzes to measure progress of the student; Practice sessions - 

demonstration of on-the-job competency. Written report at the completion of the course as a 

measure of the cognitive application of the training sessions. Passage of the evaluation device^ 

at 90 percent or better for each lesson will demonstrate competency of the new employee to work 

with minimum supervision at their assigned workstation. - ^ 

» 

Analysis : The program was designed to acconrwdate the limitations of a/shortage LRC full-time 
staff, prime time for LRC operations, flexibility of schedules to accottno'date student and si/per- 
visory staff neefis, the number of new employees to be trained, and a minimum cost factor. 



deiir 



C - REFERENCE MATERIALS ' ; 

Situation : The LRC Public Services classified and student staffs desire to know niore concerning 
basic reference materials in order to help LRC patrons in the evenings, during va^tion periods, or 
during hours that the B^fessional is not available. Thei^ *eoncem 1s not to.l>e & Reference 
Librarian, but to discern by correct evaluation of the intfirview pi^ocejs if th^ can iielp the 
pitron or refer jthe patron's inquiry to -ttie^professional ^or processing at a later time. 



i 



Objective : Classified and student staffs oTthe LRC Pi^plic and ReferenC* Services programs' will 
Increase their knowledge of basic refewHA materials by 25 percent in a/ 'nine-month period. 
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Activities ; Froip a selected list of 100 titles devised by the Reference Librarian a mlnlnym 
of 25 basic reference works includirfg 5 indexes and 15 other titles of the staff member's choice 
from the select^ list will be studied for thier uniqueness and value for first level or an 
Innedlate answer type of information Inquiry. Examples of typical patron 1nqu1r1^$ will be 
used and studied. The staff member will be expected to Imow the coverage of the reference work, 
aufriority, arrangement and typical questions the work can^^used to answer, as well as know 
at least one special or unique feature of the work that set l\ apart from another worl^ of 
slmllaTr emphasis. 1 " " 

A worksheet form is to be filled out as a study guide for each reference studied. The ^rk- 
sheets wiJl be turned In for evaluation to both the Reference and Public Services Librarians. 



Resources . M|||^1ans with MLS degrees and teaching experiences, Clark College LRC Reference 
collection, Comll»c1ally prepared library individualized program kits, Filmstrlp on reference 
materials; and Bibliographies of reference guides and sources. 



Evaluation ; The staff ijAnber must pass at 90 percent two examinations which will determine the 
competency of the membei/in working with patrons. 1) A written test of sample questions Cover- 
ing the material studi^, and 2) An oral demonstration test using the staff member in an 
simulated reference tnterview situation. 

Analysftr 'ihfe'^^nDgrajn was designed to acconmodate the limitations of a shortage of LRC full-time 
staff, prime time for LRC operations, flexibility of schedules to accomnodate -staff needs, suit- 
ability of staff member in a reference situation, and minimiin costs. The selective reference 
sources were devised from those materials most h^vily used for the first, level inquiry and of 
immediate value to the .LRC student clientele. j ' • 

D - AUDIOVISUAL EQUIPMENT 

Situation ; One of the goals of the LRC is to centralize circulation which resulted in media 
equipment and materials being assigned as a respons1bnitj( of the Public Services department. 
With current emphasis on independej^t studies and a heavy usage of media in disciplines of 
Health occupations within the LRC, a high rate of damage is maintained by both the patrons and 
inexperienced LRC 'staff in the use of audiovisual equipment. ^ 

The quality of the LRC's Independent Studies Program and the service aspect of the Public Services 
Program demands an atundanc'^ of quality and available equipment at all times. ^ i 

Objectives By December 1976 all LRC staff wd 75L^)ercent of the tRC clientele will be able to 
operate a minimum of six different types of audiovisual and microfilm equipment within a period* 

of 10 minutes per piece of equipmertt.^ . . . 

* ' * it 

Activities . By the use of a LRC designed individualized self- instruction module training program 
scheduled to start Ip the Fall of 197§, each staff member or airt LRC patron desiring to use one 
of the listed audiovisual media equipment will teach themselves the lisle operations. After 
three practice sessions mdtt persons will be able to operate the equipment within a time period 
of ten minutes or less without any supervision. """ Y^ . ' f 
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Resources : Audiovisual equip(r.ent, AV instruction or procedures sheets (Manufacturer's operational 
sheets); Media technician; Media presentations (Video, film, slide-tape); TV Studio; and Independent 
Studies area. 



f 



Evaluation : Under Supervision the persons to be trained will be given a media situation that will, 
require competency of the operational, proc^ses by "trouble-shjboting" procedures for set-up, starft, 
md stop properly. Passing the ^situationat type demonstration test at 100 percent determines th^ 
:ompetency of the person to operate^the equipment. , A questionnaire after .each lesson module Is/to 
te filled out by the person belrjg tUined. 

i ' ' J 

(Vn^lysis : The program was designed to aorqonnodate the limitajions of a shortage of full-time LRC 
staff, prkie time for LRC operations^ flexibilUy in schedules, and minimum costs. Self instruction 
allows for 'Individual learning pagesTand motivation. 

E - ON-GOING TRAINING PROGRAM FOR CLASsTm&-STAfF 

Situation ; Presently there does not exist a program. whereby the classified staff of the LRC can 
obtain promotional or supervisory training. Few workshops or courses are offered withirj^he dis- 
trict to satisfy: 1) the experience appitude of LRC classifie<l staff presently employed, nor 2) 
satisfy some of the college's affirmative action goals. | 

Objective : The LRC ^Tf^wil^l -i^"" ^ committee of six Who by July 1977 will develop guidelfnes for 
the purpose of using theVesources of the college coimunity for on-going tr/aining. 

Activities ; The CQ(^witt^e.will consist of the LRC Coordinator, the Departinent Heads of Public 
Services and Techrvical- Services, two Classified staff rrlembers and the current Staff Devejlopment 
Officer. > ^ . 

Once every two weeks, the coimittee will meet for the purpose of analyzing data to be co) letted 
concerning present job descriptions of the LRC classified staff, a needs assessment, ancf^urveys 
of available resources on campus. Inter-departmental meetings arp to be scheduled and arranged 
for,infonpational exchange. 



Previews of coranerclally prepared learning packages and utili2atij)n of state-an(l regional resources 
for exaniples of prepared instruction such as the Washington State Library's Continuing' Education 
Office, WICHE, and CLENE are to be conducted. ^ 

Resources : Enthusiastic staff; Staff Development Office rlnter-departmental cooperation 
Audiovisual equipment. . ' 



and 



Evaluation : Questionnaires^ Interviews; Needs assessment; and The final ph)duct of the Guidelines 
that are acceptable to administration and the classified ^taff. | 

Ajjal^sis.: This is a first step in a proposed on-going training program designed for classified 
staff to have the opportunity to up-grade present skills and/or have promotional opportunities. 
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STAFF DEVELOPMENT MODELS IN LIBRARIES, 
AGENCIES AfJD LIBRARY SYSTEMS 



PARTICIPANT.... X 
ORGANIZATION 



"MOD^L 4 



.Wendy Muchmore 



.T?^. .Regional Resource Center 
Washoe County Library 
Rerto, Nevada 



X Draft of May, 19/6 



Di\tE 

cWnT: 



This model illustrates three manor areas within the staff developm^tit 
program — each with separate responsibilities and organizational/ , 
sti'uctures. Yet each fits within the overall prpgram goal. The needs 
assessments have provided the b$sis for short-term training activities 



b^ are also the start i^ig point 
criteria define what measures o 
of the training. 



for long-range planning. The evaluation 
skill level were attained as a result 
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jgyironment 

Washoe County Library, Reno, serves as the northwestern Regional Resource Center, from which 
ttje^tate and federally funded Regional Library Programs are coordinated for 13 city and 
county libraries encompassing an area of 69,731 square miles wit^i a population of 226,746. 



The regional programs have three parts, a film circuit (Nevada Library 
Section), interlibrary loan (Information Nevada), and Regional Resource 
£ach part has a different organizational structure and a different rela 
programs as a whole. ,' 



f^edia Cooperative-Northern 
Center Development, 
tionship to the regional 



1 

To have a realistic and practical program the following existing conditions which affect library 
service in Northern Nevada had to be considered, geographical distances, limited time of employ- 
ment of regional program staff, lack of staff time to prepare and present materials, other duties 
of the Regional Programs and Regional ^Resource Center staff. 



/ 



/ 



r 
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The most practical approach was to use an appropriate needs assessnient procedure for each. 

For example, questionnaires were used for the film cllfcuU, surveys and meetings were used 

for the Regional Resource Center Devel opn-ient , and surveys were used for the Interlibrary 

loan section. In the needs assessment, as well as in all other phases of the program, literature 

searches were made, consultations with librarians held, and meetmg^Mffth acfclmstratlgns were 

used. 

A goal for the overall program was established, to provide tralnljng In the different areas of the 
regional programs for the participating county library staffs in ord^r that the regional programs 
provide greater library service to the citizens of Northern Nevada, ' 

fhe sections of the regional programs will be Identified with the needs as ascertained, the 
objectives, the trailing activities, and the evaluation measures: 

A. The Nevada Library Media Cooperative-Northern Section Is a fllm.tlrcult with ten county 
libraries as members. Through a questionnaire and meetings, one ma/or need was Identified — 
the lack of knowledge regarding the handling of films in the local Albrar^^ training In 
film handling. Including recognizing damage, circulating films, h^ to make effiergency repairs 
would have to be done In each member library to Include all stafff members. Area workshops 
were not adequate. The objective Is to hold a three hour work^hj6p on film handling IrTcluding 
demonstration and practice by the pa^t1c1 pants In each county l/brary to each staff member 

by December ,31, 1976. The evaluation criteria will be ^tatlstlcal comparisons of the number 

of damaged films before and after the training program, and a comparison of the amount of money 

i 

expended In replacement footage before and after the triainlng program. 

B. The Informatloh Nevada part Is an Interlibrary loan function for^ five county libraries 
with direct use of the«Un1vers1ty of Nevada, Reno, Library for Information Nevada on a state- 
wide basis. The needs were for training of staff In th^ county libraries on the taking of 
requestis from their patrons, verification, and subfti1tt1r|g the requests to the Information \ 
Nevada librarian at the Regional Resource Center. Each jPartlclpatIng county library will 

be visited by the Information Nevada Librarian and Aalsistant beginning February, 1976 to 
discuss the Interlibrary loan procedures before Oecerber 31, 1976. The evaluation criteria 
will be statistical Information fin' usage of InterTlorary loan and the amount of time spent 
on follow*-up for request Incorrectly submitted. ; 

C. The third section J3f the Regional Programs Is the Regional Resource Center and the Regional 
Programs staff members. Two areas of needs were/ Identified, collection develooment and 
training of the refereijce department staff and realonal pronr^^ins staff. 

The Regional Resource Center was granted o^'collectlon development grant far regional resource 
materials. After assessing the needs through surveying the present collection, the number and 
types ^f Interlibrary loan requests filled, and with discussion with the county librarians, the 
objective became to build up specific subject c^reas of the collection such as automobile repair 
materials, periodical holdings on microfilm, materials on antiques by Oecen^er, 1977, The, 
activities will -Include bibliographic searches, surveying the unfilled Interlibrary loan requests 
and cooperative aqulsltlons with the University of Nevada, Reno, reference ahd serials department. 
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The evaluation criteria will be comparative statistical Information on the number of requests 
filled In the subject area before and after the acquisition of the materials through the use 
of Interllbrary requests. 

Through the needs assesstnent process It was found that a contlniiing program needed to be developed 
to train the regional programs staff and the regional resource center reference staff In the 
reference department materials both Oirrent holdings and new materials as received ^nd the 
familiarization with the collections of the University of Nevada, Reno, libraries. Beginning Hay, 
1976, tours and demonstrations of the university library and services will take place on an 
irregular basis. Regional Programs staff will attend the UNR reference department staff meetings 
to be included In the discussion of the new reference materials beginning In March, 1976. 
Beginning in September, 1976, videocassette programs on new reference materials received and on 
subject areas will be produced. Staff members will view these as their schedules allow. 



The funding for this training program will be absorbed by the operational and travel funds of 
the Regional Programs Coordlneitor's budget and the Regional Resource Center will provide the 
equipment and miscellaneous supplies to produce the materials needed. Affirmative action Is^ 
a county by county functlori, therefore. It Is. not a piirt of this program due to the organizational 
structure of the various -p^ts that make up the regional programs. 

The planning as well as the Implementation of the training program with the diversified area! 
that is must Include is flexible and practical and will meet the needs as ascertained without 
additional expenditures. * 



/ 
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SECTION I STAFF DEVELOPMENT MODELS IN LIBRARIES, 

AGENCIES, AND LIBRARY SYSTEMS 



MODEL' 5 



PARTICIPANT Valerie Brooker 



ORGANIZATION : Plains Public Library System 

' Greeley, Colorado 

DATE ' .Drafjt of October, 1975 

COMMENT: • , ' 

This model sets forth short-range ^^nd longrrange objectives growing 
out of needs identified in a system-^wide survey. An action plan is 
outlined which^as the potential forj^drther planning as well as for ^ 
implementation and evaluation of the program. Although Ms- Brooker is 
now a librarian at the Santa Fe (New Mexico) Public Library the System re- 
ports that the nfeeds assessment information is beinq used in-conductinq 
workshops and additiOna.1 training including planning miniiworkshops 
at regular System meetings. The nee^s assessment process Was 
coordinated through System Director, Ron Stump, 1 
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NEEDS ASSESSMENT 

The questlonnaird was designed to help prioritize training needs of member librarians of the 
High^Plains Public Library System, The questionnaire was first submitted to member librari^ins 
August 19 and August 20, 1975, Twenty-seven of 31 member libraries, 106 staff (including 
part-time), replied. 

The methods of di^ributing the questionnaire included assigning time at system member 
librarian meetings to discuss the questionnaire and fill it out. Some responses came in at that 
tim^, some later, an^ qi^stionnaires were re-mailed to those who didn't respond. At some libraries 
Valwie Bfeoicer discussed the que'stiorinaire at staff meetings? At other libraries the librarians 
interpreted the questionnaire to staff. ■ , 

In interpreting results, the varying staffing patterns of member libraries should be considered; 
while, many libraries are operated by 1-2 staff members, thejarger libraries have larger staffs. 
In the portion of the questionnaire ranking level of need,. therefore, responses were divided into, 
two categories: librarian (a person primarily responsible for a library, larqe or small) and 
staff (a person who works with the libr'arian in a library operated by more than one person). 

Symnary of results of *the questionnaire. Most respondents indicated current problems in areas 
outlined by the questionnaire in question 1; physical plant, financial/budgeting, community 
awa-eness and personnel/staffing. Future problems, faced by the majority of respondents, included 
budget/ finance, issues related to space (either the lack of it or planned expansion) and personnel, 

/ 

Continuing education was indicated as a high priority for the system and the preferred method of 
continuing education was system workshops. The majority of respondents did not participate in 
continuing education programs outside the system. The activity participated in by the majority 
of respondents was a system-sponsored workshop, "Librarians Cormunicate", conducted in the summer 
of FY1974. 

Specific areas of high need given priority b/ librarians included, in order of response- 
reference, public relations, materials selection, ^nagemdnt skills and collection organization. 
Specific areas of high need given priority by library staff, in t)rder of response included: 
public^ relations, collection organization, assessing community needs, reference, and materials 
selection. 

} \ PROBLEM 

/ . ^ ^ ; ^ 

TJie jnajori^ of librar|^ns in the High Plains area have not hi<i^posV'college or college training 
In librarlyinship* The svstan^has assmted the'' responsibility for providing some form of continu- 
ing education to membeil lib/arians, and member nUrsu^anS, <n turn, give continuing education a 
high priority as a systert service. , Specific needs have bjfterl expressed through a. questionnaire. 
The roeans of continuing 'e^lKjatio.n ranked highest Is system workshops. 

' J OBJEaiVES 
' ■ / 

(1) In FY1976 to provide system workshops to train "librarians in &t least four of thfe^top five 
^ basic skill are^s ranked high in Tteed by librarians and/or library s4aff* 

1 
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(2) To/develop planning skills and strate^l^ In library staff and tri^stees which will result itp 
deve>^pment of long-range plans for Jibrary service and resource building within e^cH conjreunlty ^ 
served by a member public library. . * ^ ^ ^ ^ ^ 



ACTION PLAN 



(1) Discuss survey results with member librarians to gain additional Input on goals, objectives, 
and for implementation. 



4 



(2) Familiarize system member librarians with the planning process Involved .In designing and 
Implementing a workshop. ^ ^ 

(3) Form sub-coomttees of Interested librarians to help develop each workshop to be presented 
within the system. 

(4) Conduct at ^least four workshops in th^ identified ar;eas of concern, wherever possible within 
the framework of the regular eight-weell meetings of system membe? librarians or of the Continuing 
Education Program of the Colorado State library. These workshops will be plahned jointly by 
HPPLS and sub-committees of Interested librarians. 

(5) Follow workshops with consultant visits to librarians and .trustees to f)rov1de guidance* In 
practical application of workshop skills, particularly with reference to development of long- ^ 
range plans in each comnunity. 



EVALUATION CRITERIA 
CI) The' four workshops will be designed and conducted as planned. 

(2) Participants will achieve acceptable levels of competency as measured by evaluation "tools 
establishexi for each workshop. ^ ^ 

i ■ • % ■■ 

(3) All member public libraries, in FY1976 will have be^un long-range plans for their communities, 
emphasizing initially strategies for adequate collection development 'and programs for creating 
public af^areqess of library services. ' * ^ 



/ 
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SECTION I STAFF DEVELOPMENT MODELS If^LIBRARIES, 

AGENCIES AND LIBRARY SYSTEMS - ' 



MODEL 6 



PARTICIPANT Haul M. Reddick', lit 

«^ - , > 

ORGANIZATION ^ Mohave Community College 

Resource Center 
Kingman, Arizona ' 

DATE » I/O' Draft of March, 1976 




COMMENT: |> ( I 

Two major strengths are' present in this staff development programv 
One, the involvement of the total staff in the development of the 
program. The program capitalizes on the apparently commonly shared 
need of the total staff for reference afid audiovisual equipment 
skills. Two, the logical and clearly articulated ^measurable object- 
ives are a basis fof evaluatirig the success Of the program and for 
pi*anning antl decision-making as the activities are implemented. 
Particularly commendable is the identifiiation of alternat|/e 
approaches to meeting^he objectives for th6 program activities. 



The model sdoes not specify, just how the staff was involved or how 
future stafKdevelopment activities will be planned. In mdsX 
organizationsVetther of two options can he ul?ilized — a regular 
policy and procedure of using ad hoc planning^' groups for different 
activities or a" continuous staff group to pi in how to address staff 
development r(eeds. 

WICHE/USOE Institute for Training in Staff Devjelopment 



NEEDS ASSESSMENT 

The Resource CenteV staff consists of three classified (clerical) employees and one professional 
librarian* j\\e stafMs small and intimate enough that a group analysis of needs was an appro- 
priate needs assessment technique. At a regular staff meeting, the Idea of staff development 
and the WICIJE/USOE Institute for Training In Staff Development was explained* As a warm-qp 
for a group discussion, a modified version of the WICHE questionnaire was distributed to eacfT 
staff member* In the following week,, each staff member filled out the questionnaire* Using 
the completed questionnaires as a starjting point, tJte 'staff as a group developed a, list of 
needs that might be satisfied wjth a itaff development program. , • 

^ . * 

PRpGRAM OBJECTIVES 



r 

At a later staff meeting, the staff al a whole formulated staff (development objectives. The 
two needs directly involving public senM^e- -knowledge of reference materials and audiovisual 
equipment— were selected ^s highest priority* After selecting these needs, objectives were v 
formulated that met the fallowing cr1ter4a: 



1. Had a specific outcome , 

2. were measurable 
^ 3. were understandable 

4* had a pri^jected completion date 
5* were attainable 

f 

'6* were challenging - , . . 

7* had a cri^eria^for achieveiSent ' ' ^ 

Th^ objectives formulated were: ' . 

Reference Materials ^ . , ' 

Situation* The staff of* the Resource Center wants and needs to become familiar with materials 
in the Kingman Resource Center reference colVectiop and hoy* to use them* 

Objective : To have, each staff menfber learn what materials are in the Kingman Resource Center 
reference collection, and how to .use them, by May 1, 1976* ' ' 

■ . • ■: " ? ■ ■.■ ■ ■ ■ 

Action Plan : . Us,1na,the table of contents of Barton ^nd Bell/s Reference Books, A, Brief Guide 
as a syllabus, the Staff members l&ill study the major reference works in the Kingman Resource 
. Center reference collpction^* Every-^week, each staff member will write an abstract of selected 
^ referen^ce books ^ 'Each week at a staff meeting, staff meiiibers will present and dUcuss their 
abstract. After being edited, by the staff, the abstracts will be compiled in^d notebook to 
create a Resj^urce Center staff manual of reference books* > 

Monitor; Knowledge of reference materials will be tested by a weekly competency exam* When all 
.staff manberSjhave successfully passed all weekly tests with a score of 80^» l;)ie objecti\te will 
have> been accomplished. * ^ 



Audiovisual Equipment ^ • - ' * 



Situation^ The Resource Center staff wan^ts and needs to become more familiar with th^ AV equipment 
the Resource Center has ^nd how to opej^it^ it* 



Objective : To learn ^fiow to operate ahd perform "first Echelon" maintenance (e.g., changing 
projection lamps, removing damaged tape and film) on all Resource Center audiovisual equip- 
ment ty April 1 , 1976. * ' ' 

Action Plan : Staff will meet once a wqek and be instructed o& how to operate a piece of AV 
equipment. Staff will then perform "dry runs" with the equipment. . , 

Monitor : E^ch staff member j^ill individually set up, operate and take down each type of equip- 
ment twice in a classroom situation. When each s.^ff member has successfully soloed with atl 
pieces of equipment, the objective will have been accomplished. 

A useful by-product of the group protlBSS .of developing needs was that objectives were clearly \ 
understood by the entire staff. .\ 

\ 

/ ASSESSING RESOURCES ^ ^ - ' \ 

An assessment of resources revealed that the follo^jing resources were available: 

1. an enthusiastic staff ' ^ ^ 

2. a Reference collection 

3. a library science collection ^ 

4. an acquisitions budget * 

5. audiovisual equipment 
, 6, manufacturer's iJV equipment instructions \ 

7. reproduction facilities — e.g., Xerox, mimeograph 

8. one and a half hours per week per staff ^ri^ember available for staff development 

9. a professional I'ibrarian 
10. a WICHE staff development team 



' . '-^ PROGRAM ACTIVITIES 

After the objectives were established, the staff outlined a number of altern^ive programs which 
might accomplish the staff development objectives. ^ 

' - , \ » ' I ' 

Alternatives for Reference Materieils Program ^ 

1. Systematically examining and disqussing each book In tMpReference Collection in 
order of placement on the shelves. 

2. Hesoyrce Center Director giving lectures on various reference boo(cs and types of 
reference books. ^ ' ^ 

3. Resource Center Director making up questions that would cey^uire^staff to use the 
reference collection to answer them. * - ^ ' \ ^ 

4. Selecting basic reference books or classes or reference iwoks afid studying them, 
using a programmed instructional text* , * / , 

5. Selecting basic reference books o|| classes of refer/ence books and havlrfg staf/miem^rs 
write abstracts of selected materials, followed by a discussion of their ^bj;tract$ tji 
a weekT,y staff meeting. After having been edited by the staff, the abstracts wouT^ bfe 
compiled to create a staff reference book on reference books, Ij 



. lAltemaUves for Audiovisual Equipment Program * 

•-. j ■ ■ . 1 . 

M. Each staff, member taking time to r%ad the equipment Instructions and teach 
himself to operate the equipment. ' ' 

2. Resource Center Director giving lectures on h^w to u5fe AV equipment. 

3. 'Each staff pember selecting several pieces of eqr('pment and becoming 

expert on their operat;,1on and maintenance. -Each staff ^Jember woulfi then 
be responsible for teaching other staff members how to use the pieces of 
equipment he Is expert In.. ^ - , 
These alternatives were then analyzed according to the following criteria: 

a. Congruency^wlth the stated objectives for the program^ 

b. Feasibility In terms of resources, time, funds',. etc. that • 
are available. - ; 

c. Kinds of needs and depth of learning sought. - . 



d. Acceptance of the approach by those to be affected by the 
program. . ' \ , I 

e. Cost benefit to the organization and the Individual. j 

f. Acceptance by the College: administration. J 
^ g. Conslstency^wlth accepted educational principles, 

e.g.', opportunity for active participation and pract1.Ce. 

appropriateness' of -te'qhnlque for the level<of the learner, regular 

an4 frequent evaluation, warlety of techniques. 
h.^Int-egratlon with regular work activities. 
1. Possible unintended outcomes that might result 

The following program for adcompllshtng the'mat^lals objectives was esta'bllshed: 
Using the ta1)le of contents of Barton and BelVs Reference Books, A Brief Guljde 
as a syllabus, study the major reference works in the Kingman Respurce Center ^ 
reference collection. Every week each staff member will write an abstract of 
selected reference books. Each week at a staff meeting, staff members will pre- 
sent and discuss their abstract. After being edited by the staff, the abstracts 
will bie compiled In a notebook to create a Resource Center staff manual of 
reference books. 

» 

The following program for accomplishing the audiovisual equipment objectlvfrwas 
established: 

Each staff member would. >ecome a specialist with several ty^es of'^V ^ 
equipment. Then, indlvi lual staff members would give demonstrations to I 
other staff members on tie operation and malhtenance of the equipment they 
have speclalixed In, Stiff members would then have time for *jhand-on" | • 
practice. Subsequently, each staff member would set u[x and>of|erate ©acfj^ ; 
type of equlpifhent In a clpssroom or similar situation to dew)ns:trate his ' 
ability to operate the eqlilpment. Moreover, each staff men^rl would take a 
weekly t^st to. demonstrate his understanding of trouble-shooting and' , 



maintenance. , \ 



Assigning /Jffilnlstratlve and Training Responsibilities:' 

The Resource Center Director will direct the staff developmeiit program.^ 
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Selecting and ('reparlnj learners: , ' 

All staff^wlll participate tn the program, as all staff are involved' with 
, reference work and AV Equipment. All staff arg prepared to participate In 
the program, having been actively Involved In the process of program 
development. ' . . « . 

P^rOy1d!ng Appropriate ^Materials and Facilities: j * , - 

The following Items are already available: / . * 

/ 1. AV Eq^ulpment ' • * - v . 

j 2. AV Equipment manufacturer's' Instructlpns ' *^ 

[ ' 3. Small seminar room ^ ^, • . 

4. Reference booVs s * • 

The staff will design a form that will help make. abstracts comprehensive and Unlfprm. 

The m^or foreseeable problem Is possible distracftlon by library traffic. If studiant assistants 
are not available to staff the circulation desk, (currentlj^, none are available), staff meetings 
will haV6 to {>e field in the reading 'area where the cijrculatlqn desk can be supervised. Oistract- 
ions^will be mirtimized by holding meetings duripg the time there is normally the least traffic. 

■ ' .'■ • ■ ' 

■EVALUATING THE PROGRAM ' , " ■ 

V ' " - , • 

Evaluation of the staff development program is needed to>prov1de. l)*Feed5ack to the participants 
about their progress In the^ program, 2) feedback to the program di/ector' about tjhe-progress of the 
program; and 3) VinaT 'evaluation of the success of* the' program. ' ' 

t 

One of the organizational goals is to improv,e Resource Center reference and audiovisual service, ,As 
^ step toward reaching tKat goaU the objective of thetstaff developmeot program is to improve 
staff knowledge pf reference materials and audiovisual equipment*^ It is assumed that if the staff 
successfully completes the staff developpent program^ their knowledge of reference and au^liovisual 
materials will be Increased, and their gicrfater knowledge will enable them to provide better service. 
Thus, if the staff Successfully comj^letes ^e program, the program will be assumed to have improved 
^rvice. / • 

While establishing the needs and objectives of the program, the sta'ff alsp established perfonrwhce 
criteria for the successful completion of thti^frogram* The measurement of successful completion 
of the reference materials prdgram will be the scoring of 80* on a weekly test taken by all staff 
members on the reference materials previously ^iscussed. The measurement of successful completion 
of the audiovisual eqllproent program will be^ the scoring of 80X on a weekly test tak^ by all staff 
R^efiibers covering tr;ouble-shooting and maintenance of equipment and the demonstration by each staff 
mbmber that he can set up and .operate each type of equipment. The weekly test* will be used »by 
participants to gauge their personal progress'and by the program director to monitor the progress 
of the program. ^Tests will be used in the evaluation of^pcrsonnel for retention or 4)romotion. 

In addtapi, throu^out the program, ^roup discus>$1on of the Success of the program wfll be used 
to provloe feedback to the program director about*the progress of the program. 
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SECTION I ~ STAFF DEVELOPMENT MODELS IN LIBRARIES, 

AGENCIES, AND LIBRARY /SYSTEMS 



MODEL 7 



PARTICIPAtiT .\..Ruth H. Donovan 



ORGANIZATION , Library, University of Nevada 

Reno, Nevada 



DATE '. Draft of May, 1976 

COMMENT: ^ . . ' ' J 

This model is based on an infonnal statement of sta^f development 
intent which is closely linked with a major overall organizational goal. 
Activities to meet the identified needs are anticipated to come from 
a Variety of internal and outside sources. The section describing the 
incentives for participating not only carefully defines those incentives 
but indicates the value the organization places on staff develo|)ment 
involvement. 



WItHE/USOE Institute for Training in Staff Development I 
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One of the goals of the University of Nevada, Reno, Library is to provide "a trained staff to 
acquire and organize the collection as well as Jo assist all users of tbe Library." In order to 
work toward this goal there must be developed a long-range plan for training and continuing 
education of library staff, both professional and non-professional, taking advantage wherever 
possible of existing programs offered on the local, regional and national levels and using 
staff meetings and other less formal methods/ 

NEEDS 

As part of this plan, an orientation program for new staff that will be effective in introducing 
them to the various departments and work of the Library, but not too time-consuming, will be 
Introduced. Other needs expressed through a questionnaire and some informal interviews are. 



rxn 



A. Library related: 1) Accessing computer data bases, 2) Reference sources, inclu<ting 
government publications and maps in areas such as chemistry and physics, eai:th 
sciences, and business services, and 3) Revised cataloging rules, 

B. General: 1) Supervisory skills and knowledge, including State Classified SystI 
rules and regulations, 2) Interpersolial communications, 3) Management skills for^ 
senior staff, including personnel administration, budgeting, and public relationSi, 
and 4) Foreign languages - Gmnan and French. 

T 

ACTIVITIES TO KEET GENERAL NEEDS ^ ' 

An improved. *nd continuous effort will be made to disseminate information about existing pro^rms 
being offered by both General Univerfsity Extension and the Nevada State Personnel Division, 
through notices in MEMO, the monthly staff newsletter, and posting information handouts |n the 
Staff Room. Similiarly, announcements will be made at appropriate ^in^es of university and 
community college courses being offered. Information about workshops and other kinds of ♦ 
training programs taking place within a reasonable distance (many in neighboring California) 
will be made available. Some not so near but meeting a very specific need will also be 
considered. v 



ACTIV 



TIES TO MEET SPECIFIC NEEDS 



In-House workshops, on-the-job training, or staff meeting situations will be used where 
appropriate to meet library related ancf general needs. Workshops will be organized 'through 
the Northwest District of the Nevada Library Association or N.L.A. Itself, especially at 
annual conventions. Advantage will be taken of university and conmunlty college courses, and 

General University Extension contacted for help in organizing short courses, 

> 

INCENTIVES FOR PARTICIPATING 

1, Administrative leave Is granted as extensively as possible considering staffing 
needs, 

2, Registration fees are palcf by the Library In accordance with library policy • ^ 
Per diem and travel are sometimes covered bttt juch fjinds are quite limited* 
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3. Library Science course credit specifically applies for classifies! staff promotions. Workshop 
certificates are useful on the record for cc^reer developtnent. 

4. For library faculty, participation In continuing education program^ Is considered In annual 
evaluations, for rverlt Increases » promotion and tenure. 

EVALUATION 

This Is an on-going, open-ended program. and will require contlnuiiw evaluation and assessment 
of needs. Through reports by participant's, questionnaires and 1nt\v1ews with both participants 
and supervisors, programs will be evaluated and future plans made- 
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section' I STAFF DEVELOPMENT MOpELS IN LIBRARIES, 

\ AGENCIES AND LIBRARY SYSTEMS 



MODEL 8 

PARTICIPANT r .'...Carol Hildebrand 

ORGANIZATION : Lake Oswego Public Library 

"I ' Lake Oswego, Oregon 

DATE J,-... Draft of May, 1976 

COMMENT: 

Although' stiH in outline fonn, this model shows the involvement 
of the public in the needs assessment process for staff develop- 
ment (and other) purposes: Some of the identified needs can be 
helped with staff training, others can not. The degree of - 
correlation between public-identified needs and staff-identified 
needs is interesting- 

,\t this stagey the majority of the training activities^are to be 
done in conjunction with staff meetings. This entails the risk of 
diminishing' the other uses for such meetings. Si^rtce'tfve library 
staff numbers ten in all, this situation might ncit^Dresent such 
a problem as in a larger .organization. 



WICHE/USOE Institute for Training in Staff Development 




/NEEDS 



Expressed by the public: 

Staff training can't help 
1 ) More hours open 
!i 2) Bigger, better collection\ 

3) More nwney from County 

4) More staff 
Staff 'training can help 

5) Better, more complete information to the public (inferred from 
trieir responses^ , I 

6) Be sure people /are assisted \yhen they need it, even if they are 
hesitant to ask at first. ^ 

7) Sctecjule to allow staff to be availabVe as needed' 

/ > 

Expressed by the ^taff: 

1) More staff, more space, more time ' 
f^'""^ 2) More understanding of each other's jobs 
; Better conminication among staffers 

4) Staff needs to take more responsibility 
" ^ . 50 Need to be aw^re of attitude we project so we can be 

charming, accurate and realistic (not be defeated by problems). 
. 6) Also, mohef.icn'owledge.* 

- Typing 

- Classical music 

- Advertising, public relations t 

- Cataloging and Dewey Decimal system | 

- Reading and art courses 

- Accounting and budgeting | 

- Organizationa^l development 
\ - How to run a meeting 

- Computerization (how to use, not how to do) 



OBJECTIVES 

1. Involve all staff members in planning, implementation and evaluation of 
sta|f development program. | 

2. Between December 1 , 1975 and July 1, 1976: 

a. Expand training of all clerical staff to Include principles of 
Dewey Decimal System and basic use ofv.catalog (filing rules). 

b. Expand training of Pages to include principles of Dewey system, how 

to answer the phone, ^hpne renewals and basic use of catalog (need not 
Include filing rules)\ . ) ' 

c. Continue to hold staff meetings weekly, at least half an hour each. 
* d. At least on^ staff meeting a month, reference staffer to show and 

discu&s new reference Items for everyone to see. 
fe. At least once In this time, and once every fiscal year, Implement job 
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/Exchange wlt^^m Library staff to acquaint staffers more intimately with each 
other's problems and routines. 

Explore possibility of staff exchange with other libraries, public school or special, 
rtearby to gather ideas anrf become more familiar wHh other operations. 
Explore feasibility of attendance at regular formal classes' fo/^'job advancement or 
job-/elated personal growth. . \ , 



3. Involve a)l staff in planning for new building. 

4. Involve all staff in budget-planning for Fiscal Year 1976H-77. \^ 

5. Involve all staff In study of circulation system and better methods with better 
machinery. ^ 

. - " f 

^. .Provide opportunity for discussion between affected staffers and among all staff, for 
better communication, problem-solving and attitude Improvement: 

a. Through routing slip and meetings, gi ve/opportunity for input regarding 
any proposed policy or practice before-its adoption. 

b. Responsible staffers to have full authorization to make decisions and 
handle details of operation in their area of responsibility, (including 
scheduling, supplies purchase, materials selection, instruction cfr new 
staff.) , ' / 

/ 

ACTIVITIES 

1. Encourage staff attendance at exterior workshops.* 

2. Carry out budget process, beginhing with suggested programs, objectives \ 
and research regarding line 1t©Ds purchase^ solicited from all staff. Narratives 
written by professional staff. | ^ 

3. Hold weekly general staff meetings, for special items of information, gripes, ' j 
compliments, etc. 

a. C1rculat4on staff book revised,, with general neview 

b. Systemattt statement check planned , . . . ' 
• c- Input and suggestions solicited from all staff for c1ty-w1<Je salary 

negotiations, and report from Library representative. 

d. Review books of Interest, especially reference and children's books. ^^^^^^^ 

e. Transmit Information regarding special* programs and projects 

f. Ch(?ose name tags or buttons, for patron information 

4. Hold special general staff meetings, to: " • - ^ 

a. Discuss and practice filing rules 

b. ' Conduct a lesson on basic ^ewey Decimal system, with practice 

In assigning simple numbers and subjects. 

c. Role- playing for pra^itice in handling situations and exploring attitudes - 
a patron complaint, or explaining a new policy to a patron, or conducting a 
reference Interview, for example. 
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5. Hold professional staff meetings, to: 

a. Decide on and write filing rules, npt previously \cod1 fled 

Discuss and write needed revision to pollcj of Llbj^ary as a whole 

c. Review malferlals selectl6n,^to choose booki and oVher materials to 
I purchase, subject areas^of conceT^tratlon. 

d. Pkn special programs,. n^s releases •and'*'bookl1sts. 

6. Encourage membership in OLA a Ad on committees. 
*7. Plan new bulldlprg 



./ 



**8. Study c1rcu;i/t1on procedures, to Upgrade the system. ^ ^ 
9. Plan job /xchange In library and with other libraries. 



^ Lawsuit has stopped active planning, no activities feasible until It Is 
resolved. 

Budget considerations have- delayed study of this new program. 
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SECTION I STAFF DEVELOPMENT MODELS IN LIBRARIES, 

\GENCIES AND LIBRARY SYSTEMS 




MODEL 9 

PARTICIPAN1\ Nancy Hudson 



ORGANIZATION Clark Cpunty Library District 

/ Las Vegas, Nevada 



DATE .' Draft of May, 1976 

COMMENT: X 

Viewing many of the existing activities of the organization as 
opportunities for staff growth and development helps this mode] 
work toward a meaningful response to both individual and organi- 
zational needs. Identified and designated responsibilities give 
this program strength as does institutional encouragement a.nd 
-support through stated policies.,, ^ - * 
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STAFF DEVELOPMENT PLAN ' 
Since 1972 the admirtistration of the OrsrirXCunty library District Has been committed to the 



philosophy that continuing education programs are important to the library and to the entir 
staff. Formal needs assessment has not been undertaken, but specific act1\^itie$ have been 
designed in response to perceived needs. Evaluation of programs has been helpful In planning 
future directions. The, following plan articulates the ongoing program, only part D represents 
an untried direction. The need for this component w^s expressed in evaluation ^f the first 
orientation sessiort held on March 18, 1976. 

... - * 

The goal of this plan is to provide each employee of the library district with opportunities 
for educational activities that^ll prepare him to make his maximQm contribution to the library 
organization and to realize his fullest possible potential as an individual. 

The following continuing education activities are promoted by the pers^yipel cooriinator as 
esstntidX-99kni::O^L^3rkJiom^ library District's staff development plan: ^ - 

A. Orientation meetings are held whenever there are at'^least six new.^taff members- 
to be introduced to the library organization. These meetings will be limited to 
matters which concern all employees and are to be supplementary to the training 
received from department heads in actual tasksT 

B. It is the responsibility of department heads to train new and present 
employees in work procedures that they are require(J to perform. This is 
accomplished on aiVKindlvidual basis as weTl as through scheduled depart- ' . 

' menJiiV meetings. ' ^ / * 

Z, Committee meetings are important means for sharing knowledge among staff 
members and for encouraging growth of the individual throu^ participatory 
management.^ Every meeting haS' an agenda, announced that outlines its objectives. 
1. Administrators and C6ordinators meetings: This management group ^ 
meets with the director on nStters of budget ahd policy. 
• 2. Materials Selection Committee: This group meets with the adult ' 
services coordinator to plan selection polic ies a nd procedures. 
3. (Personnel Committee: This conmlttee is formed according to a 
policy stated in^the personnel manual, and c^si'sts of employees ' 
, ^ from a.ll classifications and departip^nti. of the library? U . 

meets with the personnel coord inator**ipn st^ff^lJOlicies and problems. 

. ' -4. Computer committee: This group meets with the computer coordinator' 

^ as needed to develop policies antf procedures related to autofne^^oa* ■ 
It was formed when the library installed a CiSI LIBS 100 Circulation 
Control* System. ' • 

. D. Half-day wonkshOp^ will be 'held periodically to acquaint employees with the 

work Qf <ie()lrtinents other than the one to i<h1<;h they are assigned. Sessions are 
, ^ planned on technical services, circulation, programming, ahd extension departments. 
E. Workshops are held^once a month by the extension department for paraprofessional'' 
branch libraHans from outside Las Ve^as,- for booHnobile driveri artd for library 
workers 'from the southern region of Nevada.. Workshop content Is directed to the * 
needs of the library staff of agencies In small communities,^ 
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ClaVk County Library District encourage^ all employees to participate Iji the activities 
of l\:a1» stdte, regional land national professional organizations Dy joining these 
organizations, attending- tne1r meetings ^nd conference^ and assuming leadership roles. 
Travel funds are budgeted e^ach year to support these effoVts arid activities. 
Academic education programs are considered the responsibility (jf each Individual employee. 
The library district does not contribute tuition to such progra|ns but department hea4$ 
with responsibility for making schedules are responsive to the neqfds of students enrolled 
In course?, and will atjiempt to arrange work schedules that allow time for such activities. 
The personnel majiual al'so states that up to one year leave without pay may be granted to 
an employee wishing to pursue graduate study in library science. 

Participiation in special non-crej^it workshops and Institutes is encpuraged whenever the 
content is directly related to the employee's work assignment.. Employees may be allowed 
paid leave, fe^s, travel*, and per diem expenses as needed to participate 4n such 
activities, subject^to the approval of the library director and the library board, and to 
the availability of Vunds, 



The administration of the library is aware of the cost of this staff development program in terms of 
time and money spent, and is constantly monitoring continuing education activities to assure that 
they are contributing to' the goals q( the plan. Participants, both learners and teachers, are 
regularly reminded of their responsibility to make sure that these activities ere truly meaningful 
and effective. ' ' , 




\ 
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SECTION I STAFF DEVELOPMENT MODBLS IN LIBRARIES, 

AGENCIES AND LIBRARY SYSTEMS 



MODEL 10 



I 

PARTICIPANT...- John Peters 

ORGANIZATION \ ^ Natroha County Public 

U brary 
Casper, Wyoming 



DATE Draft of May, 1976 

COMMENT: 

This is a process model, adaptable to a 'number of different- 
library situations contemplating staff\ development. A series 
of insightful and pragmatic inquiries. are phased with step- 
by-sMP action points. Adaptability to a particular localized 
situation is built in because, though the content is 
specific and unique, the process is generalized. 



7 



WICHE/USOE Institute for Training in Staff Development 
- 59 - 

164 • 



PHASE I - GOAL CLARIFICATION 



Cycle I ^- Questions to ask: 



1. Js, STAFF DEVELOPMENT itself a stated goal of the library? 

If ^nq": / . \ 

\ . Step I: Jnterpolate from stated goals 6f the library and from the 
r library bkard^and staff input a STAFF DEVELOPMENT GOAL. 



2. Are staff goals with respectt to staff development known? 
If "no": ' I 

Step II: Assess staff needs through questionnaire used with 
indlvidull interviews. (This assumes a rel'atively small staff 
size witfc litde duplication in duties). • - ' ' 



f 

\ 



Cycle U - Questions to ask: 

1. Are librar)^goals and stafi gpals'witb rlspect to staff development 
compatible at all? - 

Jf "no": ' 

Go back to CycJe I. • -\ ' . 

• . • \ ■ ' , ' - 

2. What are the areas\of compatibility? (List areas where library goals 
and s'Jaff needs indrcate the^sTame action's) 

1' 

PHASE II - PRESENT. ACTIVITY SURVEY 



Cycle I - Questions to ask: 

1. Which activities occur now or have occurred? 

a. meetings (detail by t^pe) 

b. workshops 

c. job rotation 
' d. new staff orientation 

4. new job orientatiAn 
f» on-th^-job traininl 

g, incent^ives (time of\F, tuition payment, 
advancement or other recognition) 

h. other 



\ 



zl Which of the above have contributed significantly to library goals 
and staff needs as established above? ^ ' ^ ' 

. Step* I: Keep and 1/nprove these. - 

3. Which have not contributed* significantly to library goals ^njJ 

staff needs? 
^StepH: Discontinue these. 
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' Cycle I « Questions to ask: (coated) 



4. Which activities have not occurred which might significantly contribute to 
library goals and staff needs? 

Step III: Plan for institution and evaluation of these. 

PHASE III - INDIVIDUAL PLANS 

Work Out with each employee an Individual development plan, co;npatible with library goals, utilising 
the activities continued and planned above ai they are ^pproprlAe for^e Individual. Include a 
time frame for completion of the various aspects of the plan.^ (In small staffs, ^he* response to 
"pe.nsonal needs possible with Individual development plans seems desirable^ 

* ^ PHASE IV - INSTITUTE N^W PROGRAMS PLANNED Iff PHASE II 

PHASE V - EVALUATE CONTINUING AND NEW PROGRAMS 



L/ 
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SECTION I 



STAFF DEVEiOPMENT MODELS IN LIBRARIES, 
AGENCIES AND LIBRAR^Y SYSTEMS 



MODEL n 



PARTICIPANT ■ Eleanor Streeter 

T 

ORGANIZATION California State Library 

Sacramento, California 

DATE Draft of May!, 1976 



COMMENT: ^ " . " 

The professional development of the staff of a state library has some 
unique aspects and needs. This model iiientlfles the areas of need and 
proposes full use or available resources to meet those needs within the 
overall context of the organizational responsibilities. Evaluation of 
trfiining effectiveness is often a challenge.' The description here of 
that facet-is useful and, combined with tl^e^^^tlon on maximizing the 
effectiveness of trai^nlng, can provoke reflective thought. 
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NEEDS 

The training ne.eds of survey of October 1975 showed several . clear areas for attention which were 
not within any unit's area of concern and whic^ would be suitable for a coordinated traimng 
effort, ' 



The most prominent of those expressed needs w;as the need for greater awareness of the goals and 
objectives of. the organization. The unstated need within this may be the need for more of a team 
building §tmosphere, Kore visible leadership to encourage support and reward excellent employees 
would be beneficial and might be well tied In with an annual library-wide directional conference 
of, perhaps, a half-day duration. A report by each Bureau ^Chief on the past yefir's accomplish- 
ments and that Bureau's future plans with Introudction and suirmary bj^ the St^e' Librarian would ^ 
be one approach to the needs. The meetingt^n aASS was noted in the survcf by one or two 
respondents as something of the type of thing they would likfe to see more ^ften. ^ 

The unit goals can and. should be rsade clear annually "by each section supervisor. Individual 
supervisors can make use of the annual performance appraisal Interviews to discuss ^he In- .* 
dlvlduaVs place In the unit's plan and emphasize that person's contrlbutioo^and Its Importance, 

The second area of need expressed by both professional and non-professional employees was train- 
ing In problem solving sljllls for which course training is available. Care must be taken 1h 
selecting a course with wide general application rather than a narrow comg^ex' fomula approach. 
A search 6f various resources Is planned. ^ 

The groups theti, diverged In tiielr stated needs with professionals being Interested In planning 
skills particularly budget preparation and In more Input on professional issues and concerns 
irefore getting into human relatlont'and comnunlcatlon skills. The non-professional staff expressed 
Its interest beyond the first concerns to be In interpersonal and group communications and 
human relations., 

'goals 

T0( coordinate use of resources to provide maximum benefit to the California State Library and Its 
employees. 

To assure that needed training Is provided to California Sta,te Llbt-ary staff when and where tlje 
need Is greatest and In the manner In which It will b^ most effective. ^ 

. PROFESSIONAL DEVELOPMENT 

I , . Librarianship * ' . ' \ * ^ • 

An In-House Program will be developed. We have many talented employees on Our staff, ^ 
both professional and non-prof esslonM, who ^rt available for inci'easing the iwareness . 
and enrichment of others. Tlie developjnent of the concept of shared r^onslbilfty can 
also'contribote to a team-building attitude within the staff. 



This program would begin by Including all professionals fof a series of meetings to 
discuss^n^w developments in the field w1,yi guest speakers ias well as employees to give 



talks on socialities. It would be estabbshed by formation of an Organization and Program 
Conmlttee. 

After devefopment ind use of in-house resoiA-ces, a second phase would incline* other librarians 
from non-state libraries In professional stVff development act-VvUies- CSL might work 
jointly with other State agencies. Sac ramentoSCity)- County Library, SLA and CLA.. 

Out Service Library training courses of a post-graduate nature for purposes of updating 
professional awareness are relatively rare, at least in California, but when located, 
attendance byCSL librarians is encouraged. One on-going source of such courses is 
Unix^ersity of California, Santa Cruz and their Sunmer Library Workshop program. 

II. Management, Administration,^ and Budgeting • 
Unique problems occur when a professional is given budgeting and otl;er managerial respon- 
* albilitles for the first time; not only^ Hbrariaijis have this proJblem,^bUt many other 
professionals in fields of health, social scienc* and physical scVence^, for Instance. 
All have these transition problems in^^v1ng,.<from technical or subject expert to unit 
manager. To smoolth the transitions a combination of course work in program management and 
on-job experience! in^^dling delegated (jortions of management responsibilities would b^ 
a reasonable approach. This would start with carefully selected groups of 5 to 10 
Librarians and Senior Librarians willing to invest their time and energy in thi^s effort. 

/Bureau Chiefs and Section Supervisors who supervise promising Librarians and Senior * 
Librarians would /nominate them for participation in a multi-year development program 
designed to Increase readiness of the individuals to move to greater responsibilities. 

III. Professional Breadth and Flexibility through Rotation 

Objective -»T0 provide mid-career librarians with opportunities for professional 
development and broadening of scope. Improved flexibilitv and ranae of exoerience 
also assist in" preparing participants for promotion. 
» 

-Who - Senior Librarians, initially. Participation will be voluntary. If feasible, 
it may be expanded tb inclydie' librarians with more than 1 year on current assign- ^ ' 
ment and Library, Technical Asi^fstants and Senior level clerical employees. » 

Duration - Six months or more, the fine points of a new subject area would be lost in , ' 
less time, and work*experience, a shorter time would be insignificant. 

How - Participants wou>|i state their preference in order of Interest. These would, be 
accommodated as possiblb. 

Probably no more than fiur should ^>e Involved in the first six-moniih period lest the place 
V collapse Into chaos. ■ - ' . 



Position transfer would not be Involved. ParticifAnt would "take his position with him" 
as an even exchange of people Is anticipated, 
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Evaluation .- Would be mutual, supervisor would give perfonnance appraisal to participant 
upon completion with copy to Bureau Chief. .Participant, in turn, submits written 
evaluation of his experience to supervisor with copy to Bureau Chief. 

^ ^ EVALUATION 



Training evaluation is not solely the reaction of the trainee to the training experience though 
that is a useful part of i\t. The larger, rrore important consideration is whether or not the 
desired improvement occurred after the trainee returned to the work situation". This is often 
a very difficult thing to nieasure and it can only be done by those in the employee's work 
unit, normally by his super\isor. The intangible nature of many of the benefits of training, 
such as improved clarity of thinking or sureness in approach to problem solving in a certain 
area or even the prevention problems, can go unnoticed by those affected but it is the job 
of the supervisor toTnoiitor Whatever change, positive or negative, whirh miQht be related even 
remotely to the training experience. i j 



As the system presently 
the Out-SerVice Trajnin 
presented as Justir^ca 



tion' 

signature is required on thai 



of 



exisls, the training need statement is 
} fon|, known to its friends as a PO-5, 
and is' presumably known to the su 
form. Assuming truthfulness and 
the full circle canlbe k<^l^ted by requesting the supervisor 
of any sort toward 1^11 Una the stated need occurred after the 
side benefit to this should be the^iore careful analysis of training needs before the training 
Is" given and a closer relation of training to job requirements. 



require^ on the flip side i 
This n^ed statement' is 
)ervisO'r since the supervisor's 
thoughtful input at this joint, 
; assessment of whether prDgress 
:raining was given. An added 



The timing of the supervisor's assessment of benefit will probably vary with the individual 
situation and with the nature of the training involved and so presents a procedural problem. 
Thus, several approaches have been considered. First, a s.eries of evaluation forms could be , 
sent a supervisor at, say, one week, pne month and two months after training to see if'and 
when any changes have been noted. This would appear to be excessively bur.densome. Second, a 
form could be sent inmedlately after training for the supervisor to hold until it was felt that 
the benefits, if any, had been evidenced, with a follow-up by the Training Office, if not returned 
after one or two months. Th^rd, an estimated time of appraisal could be .made at the time 
training was requested either by the supervisor or the Training Officer. Of these, the second 
alternative "would appear to be the^most workable and so is the one proposed. 

The present trainee's evaluation form will continue to be sent out upon completion o^ the 
training. ' , j 

MAXIMIZING THE EFFECTIVENESS TRAINING 

A key to a more effective tralfiirtp program from the talifornia State Library would Include more 
coordinated use of resources deople as well as doll/rs, together with improved screening of 
participants and a more even selection of approprieXe training programs. All of this should be 
set within a framework of organizational objective/ and individual needs. 

Training, can. be one of the most useful toots available to a manager or a supervisor. Unfortu- 
nately, the proper use of this tool is not widely|known» It has |1 imitations and times when it 
should iiOt be used. It is not a substitute for dood supervisory Jtechnique and personnel practice. 



The firtt question to arsk 1s "Is It a training probl-efn?" If the second question 1s "How should I 
know?", you may wish to pqruse a quick and easy-to-read outline of problem analy-s-is entitled 
Analysing Performance Problems by Robert F. Mager and Peter Pipe, Belmont, California, Fearon 
Publishers. 1970. \ ' ' 

The chances for traininc effectiveness are good^onl/vrfith (a) '^election of the proper course - both 
for the level of the, trainee and for the aptness^ and quality of the content and (b) reinforcement 
of the points made in the course when the st-uden^ is back on the - if the superv.ist)r doesn't 
know or care what was gavned by the student, U 5\iould not have been approved In the first place. 
If this student will not riave th^ opportunity to yse the training in the foreseeable future, it 
also should not have \>een \pproved as ' required" training. It would be career development if 
approvetd at all . 

Training for^orale purposes may occajslonally be justified for motivation, for Encouragement of 
self development, for the oitward appearance of fairness and fpr administratlpn of organizational 
caring, but U should be used very 5f;anngly for these "needs". There are other things Involved' 
In these areas which training cannot touch. 

• f -1 I ! ■ 

On the same theme, if at all possible, no supervisor or lead persoh should haye the responsibility 
for more than a few months without being giver the training necessary for that position. 

Training policy and availability should be told to all new employees In their orientation to the 
State Library probably both in general terms In the Administrative orientation session and 1n 
specifics by the supervisor's annual performance appraisal. 

At the time of preparing that appraisal and the wployees preparation of the Tndlvldi^al Development 
Plan, the Opportunity occurs for some meaningful communication and negotiation cm the topl^ 0/ what 
training IS needed, desired or would be useful in the year to come or». better^ yet. In several years 
to come. Objectives and opportunities can be reajistically discussed at this time. 

New services or .programs requiring new skills or^expanded responsibilities can logically be a 
training objective. If >ra1n1ng doesn't exis't now for the area ot direction of concern It can be 
custom drawn to fit the need. 

The guiding principal for the use of training Is that training should fulfill the needs of the 
organization and the needs of individuals withfn that organization. This Is a wide enough s^ope 
to encompass everything from a Compoter Needs analysis course for a section supervisor planning 
automation to an "Effectiye Listening" course for a clerk who w111.be handling tbik public for the 
fitst timl. Anyone cdn benefit from training but not juSt anyone /can benefit from any training. 
A Clerk I in supervisory training will not get nruch use for it fof a long time but his -supervisor 
might nfver have had the course and would obviously be a better ^Oice. The traif\1ng must be 
appropriate for the job class and duties of the participant. ^ 

It ■ ^ ' ^ 

Training 1&"a tool of infinite flexibility. The resources available withit/ the State of California 
are some of the richest in' the world. ^^Mth good practices^ judgment and l.iick in selecting from 
eopong those many training resources, the satisfying results. can make the jobs of all enployees more 
rewarding. 
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SECTION I 



STAFF DEVELOPMENf' MODELS IN LI&RARlks, 
AGENCIES AND LIBRARY SYSTEMS 



/ 



MODEL 12 



PARTICIPANT Barbara Barth 



0RGANI2ATI0N Library Personnel in Southeast 

Arizona, Regfai| VI 

DATE Draft of May, 1976 



COMMENT: 

With a clearly defined view of the constraints and difficulties,* this 
model addresses very specific areas of need with learner-oriented 
logistics. A^nique advantage presented here is that of the person- 
to-person toucFin spite of the distance and time involved. Following 
the> setting of objectives for'each activity, each workshop will probably* 
address very specific J earner-defined problems which will assist the 
application of what is learned directly to on-the-job responsibilities. 
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Environment 
/ 



Arizona's Reaioi^ VI is composed of four counties. Cochise, Graharn, Greenlee, and Santa Cruz. 
Within this area are approximately 85 libraries, the majority of which are school libraries. Each 
county has a county library although twt^^re Quite newlv established and the other two have beeo m 
existence o*rV4y about five years apiece. Jhe majority of thBse libraries are staffed by non-pro- 
fessionals. School librarians in Arizona usually hold a teacher'5 credential and have taken enough 
library 6QUrses to qualify them for state certification. Academic librarians within the region 
seem to fall into the same category as the school librarians. The public librarians range in 
educational background frjom high school education thrbugh professional librarians with the 
preponderance being non-fjrofessional . Special libraries Include institutional facilities, U. S. 
An^y post and reference libraries-, a U. S. National Monument librar^y, as well as a private 
research organization or two. The lack of prbfessional staff seems to stem from the odd aod 
short hour^ many 6f the libraries have efnd tHe lack of funds. 

V 

There were several problems to be solved, distance, time, equipment, personnel, and audience. 
Most of the libraries are one person libraries, unless they are run by a corps of volunteers. 
With some 85 libraries, it was not feasibla to hold a mini-workshop in each library. Five 
population centers werfe decided upon. This solved, or mitigated, almost all of the problems. 
Each workshop would be held five times, once in each population center. No workshop Would be 
more than 45 minutes or one hour away from each Library, with one exception. This meant that 
there would even be a choice for some libraries; if one date was not satisfactory, another 
might be managed. To make the nwst of the travel time, it was arbitrarily decided that each 
^workshop would be an "all day" session. 

The remaii^lng problems to be solved were those of personnel and equipment. Very few of the 
professional librarians in the region have any broad expertise within one of the above areas. 
An administrative decis*ion was made to utilize Arizona Stat;e Library consultants where and when 
possible and bring in outside personnel when available. Audiovisual aids would be utilized 
when available and pertinent. Since only one area expresses a definite need for equipment 
training, it was decided to open negotiations with the local comRHjnIty college AV staff fw the 
purposes of either a night class or one on weekends. 
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The regional librarian has met with almost every librarian or library clerk 1r> thk region at least 
once. During these meetings, a number of needs have been Identified, Importance not necessarily 
In the following order; ^ ■ 




4{eference materials and the reference Interview. 
Technical processing: card catalogs and catalog cards. 
Technical processing; weeding and mending. 
Pul^Tic relations. 

Boards of trustees/Friends of the library. 
Audiovisual equipment. 



Once tftise needs were established, it remained only for some type of consistent staff development 
program to be developed. ^ 

The goals of this staff develojment project are to Increase the capability of each librarian 
to effectively maintain and augment their library services, and to raise the standards Of 
service within each library. The primary objectives are to Increase the competencies of ^ 
each librarian within each of the stated nee(^s, and to increase awareness of public needs 
and how to meet them. 

Each workshop will run 9:00-12:00, 1.30-3.30 unless special problems within a given subject 
call for extended hours. Built into each session, with the po^s1t)le exception of the reference 
series and the board of trustees/friends of the library, will be a work time where tjie 
participant will have "handwork" to do. Evaluatlon.material will be derived from the ever 
present questionnaire as well as the successfully (and not so successfully) completed "handwork." 

Tentative programming estimated dates show. 1) Technical prpcessihg, weeding and mending. 
(June 1976); 2) Technical processing; card catalogs and catalog caVds. (August 1976); 
3) Boards of trustees/Friends of the library. (OctobQr 1976); 4) Public relations. (November 
1976); and 5) Reference materials and the reference interview. (June 1976 - January 1977). 
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SECTION I STAFF DEVELOPMENT MODELS IN LIBRARIES, 

AGENCIES AND LIBRARY SYSTEM^ 



MODEL 13 ^ 

PARTICIPANT Marilyn Poertner 

ORGANIZATION .......Boise Public Library 

"Boise, Idaho 

DATE Draft of May, 1976 

COMMENT: . > ' ^ . 

This public library has a fortunate opportunity to integrate 
its staff development program with the effort to involve the 
staff in the formulation of library goals'. If« closely related, 
each focus can support and reinforce the other* The. staff , 
development effort is likely to maintain a healthy balance 
between meeting organizational and prersonal .ctreds. The develop 
ment of library goals will prpvide indication of present and 
future staff needs as well as presenting opportunities for thd 
staff to work together in a purposeful enileavor, one with long- 
range implications for the community. 




/ 
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Environment ' , * ' 

The Boise Publi^c Library presently employs nine librarians who have earned the Masters Degree m 
L1bra*ianship; seven assistant librarians who have a B. A. wHh IS/hours of library science 
courses, twenty-four tlerical employees, thirteen pages% and two maintenance people. Education 
level of the clerical employees* varies from the B. A. degree to high school diploma. Pages are 
\ either high school or college students. . 

The library was-netrt«tt in a.»1905 vintage Carnegie Library building until April 1^73 when a move 
to a remodeled warehouse made Adequate stack space, working.*^pdce, and publtc space available 
for library service. Hours were soon increased. to seventy open hours per. week and seven days 
per week from >^ptember - May. The library is closed on Sundays June - August. The library 
owns one bookmooWe but has no branch facilities. It serves a city population of 98,199. In > 
1975 a great deal of staff effort was directed toward conversion to the C.L.S-I, automated / 
circulation system. . " * - 

The above Information is included tq provide a perspective on the climate for staff development y 
wfilch exTsts" within the org^nTzation. Finding adequate time for general staff meetings and 
V division jneetings is very difficult. Every division feels the pre'ssure of being short staffed 
as weTl as being asked to increase service. The increase in library use has been marked since 
the move to the ne^-/ building. 
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Previous and continuing involvenient in staff development at the Bo'ise Public Library includes 
the following activities: 

1. ' Attendance at library association conferences, workshops, and institutes by members 

of the professional staff (M.L.S. and B.A. with 16 hours of library science). Cost 
of travel, registration, board and room, etc. are paid by the library either in full 
or in part, depending upon budget limitations. 

2. The library participates in the City Tuition Reimbursenent program. Any library 
employee may be reir bursed by the City for six credit hours per semester at Boise State 
University up to $300 per year if he or she earn^ a "C" ih the jourse<s)^ It is not 
library policy to offer "release tine" for courses taken dur^Jii^^onFs^ hours, 

'i.e., work time missed must be nfade up. 

3. Personnel policy 'manuals, library procedure and policy manuals, and library staff 
manuals are given or made available to new employees. The individual is given some 
time to become familiar with the manuals, but there is no genera\ meeting in which 
the library policies are explained, this, is now left to the supervisor. 

4. Orientation of new staff members includes a brief tour of the librar>^ and introductions 
to other staff members, attendance at an orientation session provided by the City 
Personnel Department for all new city employees, and on-the-job training provided by the 
supervisor. There is presently little instruction in the responsibilities of other 
library divisions or library interrelationships. 

Acquisition of thfe C.L.S. I . automated circulation system during 1975 resulted in a 
^concentrated program of in-service training on computer terminal use and input 
procedures for Technical Processes and Circulation staff members. 

Quarterly meetings for all staff members are held as an opportunity for information 
. I exchange. 

7.j Staff members whose position descriptions require driving a city vehicle are^assigned 
1 to a^ttend City Defensive Driving sessions on library time. Those whcf are interested in 
I the fir^t aid training provided by the City Safety Department are assigned to attend on 
library time. 

8i The B^ise Public Library, as regional center library for SIRLS (Southwestern Idaho 
I Region^\l Library System) provides in-service training for the librarians of a terr- 
1 county jlbrary region through quarterly workshop meetings on topics of interest, through 
Indivldu^al training at Boise Public Library oil a one-to-one basis, and through on-s4te 
visits to the member libre^ries by consultants. Members of the JBoise Public Library 
professional staff iare encouraged to attend the regional meetings and also to serve as 
consultants to the regional librarians. ' / 

NEEDS ASSESSMENT PROCESS ' / . 

Interest in evaluef^-ing and expanding the scope of the library's staff development efforts led to 
the Library Board of Trustees granting approval for the Assistant Director to participate in the 
year^long WICHE Institute for Training in Staff Development., As preparation for the Basics 
Workshop held at Boulder, Colorado, November 4-7, 1975, a needs assessment questionnaire was 
distributed to all li^ary staff members in October. Jhe riiodel provided by WICHE was used, 
modified only by the addition of a question asking the re^ondent's opinion of the library's 
responsibility for staff development. A copy of the aggregate responses to the Needs Assessment 
Survey is attached. Thifty-five of the forty-two full-ytime library employees returned the 
questionnaire. \ 

\ MAJOR FINDINGS OF THE NEEDS .ASSESSMENT 

Specific training needs ider\tified by the needs assessment survey were: 
1, Interpersonal ^tnd gVoup communications skills 
27*"Human relations skills 
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Specific training needs identified by the needs assessment survey were: 

3. Supervisory and management skills 

4. On-going training in ose of computer processes and applications 

5. V Improved orientation for new employees 

6. Job rotation program ^\ " 

\ 

^ 7. ^ Knowledge of cornn^nity needs 
8. Storytelling and puppetry workshops 
<^ 9, Familiarity with the procedures and the responsibilities of'X, 
all library divisions* 
1(). Basic cours^5-jn library science 

11. Training in selection and acquisition techniques for the 
professional ytaff ^ 

12. Discussion of (and familiarity with thfe reasons for general 
library polici 



(cont'd) 



\ 



beguK^aRr''impqir 



tant related 



GOALS DEVELOPMENT PROCESS 

At the same time that the st^ff development needs assessment process was 
effort to involve the general staff in cJaVel oping library goals was also taking |)lace./ Under the 
(jirection of a Goals Committee Co-ordinatcr, two representatives from each library divjlsion, pne 
professional librarian and one other employee, formed committees to determine goals fok. their 
division. Additionally one representative from each division f(jped a Mutual GoalT cofrmittee. 
Committees met weekly for six weeks before presenting reports to the entire group*. Th^ Goals . 
Committee Coordinator and the Assistant Director were assigned to edit the committee statements, 
after meeting with each group to clarify the meanings of the written statements. The /Goals 
Statement is still jn unfinished form, however, some of the suggestions for staff development 
differed from those identified in the Needs Assessment survey and are included here: 
1. Establish a formal Staff Development committee. 
• 2. Train employees in the use of various items of library equipment, such 
as film projectors, opaque and overhead projectors, "etc « 

3. Schedule workshops on communicating effectively with the elderly, the 
physically handicapped", the deaf, and the mentally retarded patron. 

4. Schedule a workshop for the reference librarians on government documents. 

5. Schedule safefy demonstrations for the lifinary staff, including emergency 
^ evacuation drills on a regular l?asis. i 



PURPOSE OF THE STAFF DEVELOPMENT COMMIHEE 



ner|c 



As a result of the i^entificatibn of the 17 training needs listed above, a six-member Staff 
Development Committee was appointj^^d in Jan.uary, 1976, and began meeting on a regular basis \xs 
March, 1976. Two representatives of the clerical staff, two representatives of^ the professional- 
staff, and two representatives of the ^administration are presently members of^the committee. 

The tmm^dkte purpose of the commlUee is to priori ti7rtffr»Ai:^s of needed trhning suggested 
by the survey and goals* process, and to pfan new training activities in addition t_(UthQse^Tready 
made available by the library. ^The Staff Development Committee wU5 serve as a distributidn 
center for Information about upcoming conferences, <.l asses, in-service trailing programs^ etc. 
to the^rest ofHhe staff, 
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Responsibility for long-range planning of staff development activities and developrr^ent of 
evaluation measures for eacfe training activity an(i for the program as a whole rests with the 
Staff Development Comnittee. It is amticipated that the quarterly general staff meetings 
already scheduled by the library can serve as a vehicle for evaluative feedback from the staff^/ 
" *as~iren ^s-^a^ means for them to communicate new training needs. ' * 

PROGRAM OBJECTIVES • ' * • ' .'^ 

The overall (joal for the Boise Public Library's Staff Development plan is stated as follbws: 
"Encourage and develop increased staff competence by providing appropriate continuing educatio(i 
opportunities- to employees in all job classifications," The objectives are: 
.-1; By Qecember 1976 the Library Staff Development Committee will have a 
completed orientation program for new library staff members, with 
orieptation activities spaced .throughout the si;;-month probationary 
period. ' • . 

2. ^Pive permanent library employees will have Completed a voluntary 

"3ob rotat>on" assignment of one month's duration in another 
library division by June 197^. , ^ 

3. All Circulation and Technical Processes staff members will receive a, 

*' minimum of one hour's training and practice on> changes in computer input 
aod use techniques folh)w'ing each, new program re)easfe. ' - ' . 

4. All library supervisory personnel will be traineii in basic compujter . , ' 
terminal operation and in the practical services the computer c*n ' ' J 
provide &y August, ^1976. • ' ^ ' ^ 

5. By June 1, 1976s^all library staff members will hdve participated In 
^ four-hoxjr "Human Effectiveness Training" workshop'and Will have 

•practiced^ active listening ahd other conmunltatlon techniques. • 
6., py May^vJ^^J^, library staff members will be trained in ©n^rgertcV 

evacuation procedures^/ ; " 

7. Reference librarians will be trained .in the retrieval of' infoi^matlon 
frorfi government documents in a one-hour 'presentation by^ the Governement 

\ ' Documents Librarian in'July 1976.^ ^ ^ - 

8. Three one-hour general staff meetings will be held dealing with the 

problems Involved inlcommunlcating with thfe elderly^ th^ deaf ,^ and ' . • ^* 

the physical ly or mentally handicapped patrCtvJ September 19^, ^|pvember, 
1976, and January 1977. , " ^ 

TRAINING ACTIVITIES * . . . ^ ^ 

for the orientation program fof new employees., t'^slnlng activities to be used Include personal, 
1nterv1ev(s, tours, Individual study .of pol Icy ahd de|)artmental procedure manuals, an^l viewing 
slide/tape programs on fhe Boise- Publ 1c Library and the llbr^iry's place withip the city and 
within the regional, state, and national, library helrarchy. The orientation activities will be 
y)aced, through the <Wployee's six-month probationary period. A wrjtt^n test'over Ifbrary 
* ppVlcles and the procedures of the individual's division w111.be presented after Xyio months of 
emploWnt.- The objective of the orientation program Is to Improve the competence and perfarmanc 
of pew. employees by providing repeatjd opportunities to learn through a variety of training , 
actlvl/tles. ^ — ' . 
\ 
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Traimnq activities cf the ^ Human [f ^ecti veness Training' workshop will include lecture, two-r^trber 
team practice Iri* active listening, srall group interactien, and ^o]e 0lay. The objectives of the 
workshop are* * ^ ^ ^ 

1 Deronstrate* respcnsi ve^^ess e/presse^ sta^"^ neecis ^cr traipinq in coTr-iinication 
and hunan relations sMlls. » . , 

2. Train all staff menbers m a useful approach to probler solvinq^and cormumcation <^ v 
techniques, ^ • » 

A workshop evaluation -fop" vnll be distributed to all participants the day after the workshop 

in order to obtain fee<itiacK Observation of the staff to deterrnne whether t>iey are practicing the 

techniques prejerited would be another reans of evaluation. * 



Safety training activities include viewing slide/tape presentations and films, practice in use 
of fire exfinguishers, and practice m evacuation procedures. The objective is to instruct all 
employees in the actions necessary to evacuate patnors and themsel ves'fron the library buildinq 
in case of ah emergency. Speed of buikling evacuation will be the^ evaluation measure, as 
<nonitored by Safety Departnent and Fire Departm^ent personnel. . 



."I ' MAJOR RESOURCES USED Af^D THEIR SOURCES 

- : [ ' . , • . , - ' 

flajor resources used in the staff development plan tratninn activities are the library staff 
me«t)ec/5 themselves, both as Vnstruciors and participants^ This is true particularly foi» the 
orientation and job rotation, object i ves , the computer training, and the government document ^ 
workshop planned. Boise Cit^ f*^^"^ }epartment and Fire Department perscfnnel have ^been involved 
in designing an emergenty e/acLjL|^p pl«n for the bMildinq ^nd in safety, training -activities. ' 
The Customer Service ReprerwAfi^iri ve from C.L.S,I.'s Santa Clara office trains the library's 
Computer Console Operator. tO^o in turn trains other Technical Processed and Circulation staJff 
members Jn procedural chfnges- brought about by new prog.ram releases for the^ystem. Dr. Michael < 
Else'nbeiss, a local psyfhologis^ licensed to teach pr. Thomas Gordon's "Human Effectiveness" 
Training** classes w131 be utilized in presenting the concepts of active listening methods for 
communi^lH^ needs^ and "no-lo^ei' problem solving to all members of the library staf/ in two . 
four-hour workshop pessions. Most of the resoi^ces for.our /irst year training plans are 
people rathar\han media-kits, although the 'Staff Devfilopment Committee plans to utilize slide/ 
tape sets (n*^h6 qrl-^ntation for new library employeesX/^ , . . 

AFFIRMATIVE ACTION C0NSII«All0N Iff THE PLAN 



{ 

not specifically Include a commitment to 



At this stage, the /tatf development plan objectives do 

aff irraatl ve^actto/guidel ines. In-service training programs wil^ Jbe , provided , for staff members 
In all Job classification levels", •i;Jt<50ut discrimination. The Boise CUy Personoel Department 
is now in ,the >rocess of ireparing a tlty-wide pWrvfor Affirmative action. In 1977, each cl'ty 
department, including the Mbrary, will be res(wns1ble for prep£U"at1on and acceptance of an 
Individualized affirmative Action, plan. 

As of f4ay li 1^76, the J^ibrary emploj^ 55 individual s cfn a full-time or part-time b^sls. Of 
the 55 employegl, 13 are male and 42 are (female. -All aV^e Caucasian except for one female' , 
professional librarian who is Japanese and one mal6 page who Is an Arfterican Indian. The dlstri- 
b^utlon by scrx wlthjn library Job class^f ketlons is as"»^llows, libraria^is with M.L.S. degree, 
1 maje, 8 female, assistant librarians with, the B. A. decree plus 16 hours of library science 

■ - .180 ■ ;.■ . 



purses, 1 kle, 6 female, clerKdl efrployees, 2 male, Z^igrale, pa^es, 7 r^le, 6 female; 
maintenance employees, ? ra)e. 

" • ^ ^1 '>^.CO^CL'JSIO^ 

The 'outlook for Staff Development for Eoise Public Library employees oh all levels seems much 
^more hopeful than last year at thirtirne. AUhoagh much work remains to be done in planning 
for meaningful training activities^and for appropriate evaluation of the programs, the Staff 
Development CocnUtee has been fomally'*established and motivated to plan training in response 
to the expressed needs of library staff members and the objectives of the^ organization. 
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SECTION I ST/^FF DEV£LOPMENT MODELS. IN LIBRARIES, 

AGENCIES, AND LIBRARY SVSTEMS ' 



MODEL 14 •. _ _ .. , . 

.1 

PARTICIPANT Judy Engman 

ORGANIZATION Mid-Col.umbt'a Regional Library ^ 

Kennewick, l^sbington ' [ 

^ ' \ • 

DATE Jirdift of May, 1976 

> 

. COMMENT: 



*' External" factors often i influence what can and what cannot be done 
in a staff development program. In this case, curtailment of funds 
inhibited the original plarvs to meet multiple' needs. The feasible ^ 
possibilities did" not have the same scope as the desirable expectations- 
However, to pare^ those expectations to what is most beneficial^ for 
the least cost is a challenge wfell met here. Rather- than*^shelvin,q 
plans entirely, a single practical emphasis continues itrterest fn 
growth until more might b^done later. 



^ / 

WICHE/USOE Institute for tr6ining in St aiff .Development 



. 18.3 



Envlfomriert 
■ 

Mid-ColuRibia Regional library is a two-county library system, serving Benton and Franklin counties 
in Southeastern washingtOR. Estatbsned twent^-su years ago wt>en the area was largely rural and 
bookmobiles were the primary means o^ mforr^tiort dispersal, its growth over the years has been 
affected by the development of nuclear power at the Hanford Atoinic Works in Benton County and tbe 
massive influx of a technical, well -educated* popul action. 

It Is important to know tha^ Mid-Cplumbip Regional Library ,staffs the information desks \r\ Us two 
main buildings with a professional or para-professional librarian at all times. It?* has i)een the 
policy to have alj_ the librarians, Other than the direci^br, ^pend a certain a?Tjouat of time each 
y^eek in this capacity, in order to retaifi their referenc^kills so they can assi-st with coverage 
during illness, vacations, and e^nergencies. It is thes.e "occasional" people who felt the most 
need for a refresher course. The tliree small brances are sta^^fed by library crlerks, and the^ too 
6xpre5sed concern that they were not giving the best service poss.ible out of their building, with 
their parti ci/lar reference tools. ^ > 
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kith the appointTient a, nev* director in 1974, the professional staf^ of eiqh^ librarians began 
experle/^cinc U^e satisfactions and the prot^Tems of active participation in nanaqerr^nt for the 
first time. A needs assessr^ent v»as nade m yftober 197S/ and at that they identified the 
following areas 

1 Mid-rT'anagenent skills (jot> descriptidr^» su^erv1s^o^) 

2. Fiscal expertise (cost accounting, budget analysis & writing) 

3. Writing goals and 'objecti ves for the uWary 

4. Keeping current m Ref^^nce service \ \ 

5. Promotion of library services ^ * ' 

With an extremely tight budget for 1976 allowing for no fiscal support for any training program. 
It-was decided to initially prioritize the Reference problem, since U would have an immediate 
intpact pn library service an^ cou>d be accomplished with no outlay of funds. 

MODEL F6R A REFERENCE SERVICE TRAINING PROGRAM 

Goal 

To maximize the quality of reference service available to the patron, regardless 
of when he comgs to the Jibrary. 

Objective: 

To cut the number of unsatisfactorily completecj information requests by half 



'("Unsatisfactory" meaning that the librarian either 
served the patron well, or had to caTl upon anonher 



felt that she had not 
librarian for assistance)^ 



Activities. 



1 1 

1. Bi-weekly workshops in specific areas 

2. Weekly IntS^'ductions to newly acqui^ed materldl 
3'.. Visits to each branch library 



Time Frame: 

I ^' 

October- December 1976 

\ . 

Cost: ' \ 

< 

StSff^ time for participants to attend 
Preparation time for l^eference Librarian ^ 
Travel time to branches for Reference librarian ^ 

Evaluative Techniques: 

<^ 

1. ' Personal dialogue with each librarian to ascertai/H^they feel their awareness 

level of material has Improved 

2. OecVease in number of "hold-over" requests froj/one shift to another 

. ^-^^ . - 83 * / 
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Evaluative Techniques (cont'dj 



Description 



Decrease }t\ nunber of ^subject' requests sent to State Library 
of Activities- ^ 



1. Workshops. Format of the >rfOrkthops will'be a detailed X^^^'-throuqh" of Che 
features tjf books selected by the Vit>Farians as those they want to learn 

more at>out, followed by specific 'problems' that will give them an opportunity ' . 
to work directly with the books, the first three workshops are tg be attended 
• by all the librarians, since they represent the areas of greatest, felt need. 
The following 9nes are to be attended by the paraprofessionals and any 
professional librarian that feels a need in that subject area: 

September 23 Washiiigton State Laws 

October 7 federal Laws * 

October 21 Business Reference, 

November 4 --Quick Reference 

November 19 History Referenoe 

December 2 Literature, Music, Art Reference 

December 16 Social Science, Science l^eference 

2. Introduction 'Of new materials.. A brief discussion of specif) features of new material 
at a weekly management staff meetings will be held,. and the material will be* held at the 
Reference desk for one week till everyone gets a chance to browse through it. 

3. Branch library visits./ The three branch libraries all have a few of the usual ^ready 
referertce" tools, plus good sets of encyclppedias, the Lincoln Library, a science 
reference set. .Personal visits to each will be scheduled during the October to 

^December ttme, to >^ork with thenf so they may get the full benefit of what is available 
to them in their reference books, plus showing^ them how to use the Washington Library 
Network microfiche to their advantage. 
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SECTION I 



STAFF DEVELOPnENT MODELS IN LIBRARIES,, 
AGENCIES AND LIBRARY SYSTEMS 



MODEL 15 



PARTICIPANT ; Dwight W. 'Shannon 

ORGANIZATION tC^. .Learning Activities Resource 

Center 

California State University 
Chicb, California 

DATE i Draft of May, 1976 . 

* 

COMMENT: , : " 

This model gives evidence of a strong, well -based beginning for a 
domprehensive staff development program. The initial needs ^/ 
identification process was found to be only a partial assessment 
with broad needs requirijig.furt|ier definition before specific 
activities can be planned to answer them. The individualized 
approach to obtain more and better information is an excellent 
follow-through. ' • . ^ 



Without a clear statement of the purpose of the program itself, 
pre-occupation with specific .activities might lead to a sc-atter-shot 
response of unconnected learning events, valid only for short-term 
and specific needs. ' . ^ 
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Th^T^armng ictivities Resource Center (LARC) at the Califorma State university, ChKO includes 
the UmversUy Library and th^ Instructional K^dla Center (AV t TV), The University Library staff 
consists of 73 people of whon 26 are professional. The Instructional Media Center has 23 
professional and sup^rt staff members. The LARC serves a faculty of 850 and a student body of 
over 13,000. The University serves a largely rural area of approximately 30,000 square miles in 
Northeastern California. It is the only deoree grantinn institution in its service area. 

The LARC staff has been active over the years in attending regional and statewide professional 
'meetings, workshops, and mstitutes. In addition, the University Personnel Office has sponsored 
many training sessions and short courses which have involved a broad cross section of the staff 
in staff development activities. It was not, however, until the Asspciate Director became a 
participant In the UICHE/USOE Institute foN^raining In Staff Development that any serious thought 
was given to the establ ishment of a formal staff development program. 

As a result of his participation in the Institute, the Associate Director appointed a ten member 
conmittee to work with him on staff development. The committee represents a cross section of the 
staff of the University Library and' the Instructional Media Center, and has from its inception been 
chaired by him. 
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NEEDS 



In order to detemine Us priorities, the Staff Developnent CDnmittee developed a comprehensive 
needs assessrrent survey questionnaire in the fall of 1975. ^^embers of the contmittee then met 
with all .staff rembers to explain what was being done, to go over the survey questionnaire, and 
to enlist their support in answering the questionnaire which included both written conment and 
machine scored conponents. 

' ' 
Of the 93 questionnaire packfets distributed, 67 were returned to the conmittee. Thus 72* of 
the 5taff chose tp voluntarily participate in the survey. As a result of the survey, the Staff 
Oevelopmeot Committee was able to identify the following major needs and areas of concern. 

1. New Employee Orientation 

2. Staff r-orale | 

3. Cormunication 

4. Managenent & Supervisory Skills 

5. Training ( Education Opportunities 

OBJECTIVES 

In setting up objectives for the staff development program, the comtnittee realized that soffie 
of the above needs and areas of concern are ve>y broad in scope aod so general as to make it 
difficult to address the issues. To cope with this problem, small subcommittees or Individual 
committee members are conducting individual or group interviews with staff members who have 
specific concerns, particularly in the areas of morale and communication. The Staff Development 
Committee is also aware that some areas of concern are budgetary or administrative in natu)<^ 
and not necessarily resolved by a staff development program. * ^ 

With the above In mind, certain broad objectives have been stated for the staff development 
program. 

1. New staff members will go through several sj^ciflc periods of orientation 
within^ 60, days of employment as defined by the Staff Development Committee. 

2. A series of lectures, short courses, or workshops or Interpersonal, group, and 
organizational communication will be made available to the staff at regular 
Intervals on a continuing basis. 

3. A series of lectures, short-courses, or workshops on management and/or 
supervision skills will be scheduled at regular 1nterva*ls on a continuing 
basis for the staff. . 

4. Recognizing that education Is a continuous process, a comprehensive plan 
will be developed for In-house tn-servlce training of staff In such areas ^ c^- 
as filing, operation of AV equipment, basic classification and cataloging, 

' the budget process-, etc. Thirty or^more subjects have been Identified for* 
^ch treatment on a rotating basis thus ensuring that In-house 1n-jServ1ce 
'^---^'^^^ training will be a long term continuing program. Within budgetary, limitations, - 
staff members of all .ranks will encouraged to attend off campus conferences, 
workshops and tra4n1ng sessions which have some relation to their wort 
responsibilities 'or ^isplra^ons. Staff ifiembers will be encouraged to audit or 
enroll for credit tn any courses offered by the. UnlvelSity' which will help 
to meet their individual needs. . 
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In so far as possible, resources for staff development lectures, Qroup discussions, workshops, and 
training sessions will come frem the LARC staff and from the university comnunity. Films and other 
nonprint media will be used frorr campus sources or borrowed or rented as ^fiik occasion requires. In 
some instances, it will be advisable to bring in outside resource persons beoause of special 
abilities that they may have. , 

AFFIW^TIVE ACTION 

« 

The affirmative action program for the University .Library has been updated as far as recruiting and 
employment practices are concerned. The role of the Staff Development Program is one of assisting 
and implementing the Affimative Action Program to ensure that minority members of the staff receive 
every opportunity for development and training that other members of the staff enjoy. Beyond that, 
the Staff Development .Program is designed to encourage the acceptance of minority staff members 
on thejr merits as Individuals rather than thinking of them as members of a minority group. 

EVALUATION ' ^ . 

Evaluation techrriques have yet to. bp determined for measurement of the results and change in 
attitudes that can be expected when the staff development program is Implemented. Evaluatloa' of 
the program should, measure whether program objectives have been met. It should Identify straths 
and weaknesses In ihe program and determine whether the results of the program are worth the 
time and money expanded. ^ 



Although the Staff Development Program is yet to be Implemented, almost all members of the LARC 
staff are enthusiastic about Its potential. The LARC administration and the university administration 
are committed to It In 3l>ting time, resources, and available funds for Its promotion. An Indication 
of the staff's long term commitment to staff development Is the recent adoption of a Staff 'Personnel 
Plan which provides that an elected Staff Development Committee be one of two standing committees. 
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SECTIOW I , STAFF DEVELOPMENT MODELS IN LIBRARIES, 
AGENCIES AND LIBRARY SYSTEMS 



" V 

MODe[ 16 




PARTICIPANT , Frank J. Swan 



ORGANIZATION ^< Jackson County Library System 

Med ford, Oregon 



DATE i [ Draft of April, 1976 - 

COMMENT: ' • 

This is a model of a process for developing a staff develop/flent program. 
The plan intends to facilitate the Staff Development Conmittee*s 
accomplishpient of its goal to constantly improve staff capabilities. As 
the Committee moves through the process to fulfill its mission, its 
members will be exposed to the opportunity for a valuable learning 
experience. . 



Personnel in some organizations tjend to adopt a very specific training . 
activity in moving toward a staff! development program. This approach 
offers immediate evidence of activity and can serve to interest the 
Staff in growth opportunities. In this model, however, a systems 
approach is offered. It will take longer to reach the stage of implement- 
ing activities but is likely to lead to a wholistic inclusion of mutual 
staff, and organizational growth and may, in the long run, assure quality 
programmingt . 



WICHE/USOE institute for Training in Staff Development ^ 



89 - 

1,90 



EnvironnrenT ^ 

Josephine County Libral'y System comprises a, main library and three branches all with a total full- 
time equivalent staff of about 25 persons of which no more than four are librarians with MLS 
degrees! This library system serves a county of approximately 50,000 people of which about 14^000 
are in the county seat of Grants Pasfc where the, main library is located. The county is also served 
by. a^community college located in Grants Pass. The libr**ry system delivers primarily basic library, 
services to its conmunity, on a very limited budget. 
' i 

The Jackson County Library System includes a main Itbrary, a processing center, and 12 branches. 
The total full -time equivalent staff is about 65 persons of whic h o n l y 1 0 h ave-WtS degrees. Of 
the remainina. aooroximatel v 2D art full-timp emolovees anii 15 are Dart-time, Many of these part- ^ 
time personnel are Community Librarian positions. This library system serves a county population 
of 108,000, with 34,000 of tb^ total living in the county seat ^^^^^dfor'^. .,here the headauarters of 
the library system is located. Staffing will be reduced in the Qoming fiscal year. 

The county's continuing education needs are also 'served bySOS.C, a four-year college in Ashland, 
a town of 14,000 where a large branch library is located. This branch isj headed by two professional 
librarians, .Other local education |>rograms are offered by Oregon College of Business in Medford, 
the Free University classes in AshUnd, Evening courses are offered by s6m of the "school districts, 
Jackson a|nd Josephine Counties are it least a three-hour drive away from the University 'of Oregon 



at Eugene Which has an accredl/ted Mfc.S pro^r^. The Jacljson Cpunty Library S: 
library services to its diverse community /ithin the constraints of a shrink 



stem ^ives b^sic 
ng budget and an 



Inadequate headquarters building, 

) 

S'he eleven remaining library branches lii Jackson County serve towns of 400 to 5,000 people each. 
Most of these llbnar^es^are open less tl^an 40 hours a week and Operated by only on^ person, many 
of whom have only a high schOol^ducatlon/dUhough y^ars of experience In their jobs. 



\ 




191 



The Jackson and Josephine CobnV^ibrdtT^st^s have long been , involved in Cooperative activftie^ 
for mutual benefit. These neighboring library isystems have participated in a cooperative staff 
development program since 1973. Staff de^lopi^nt is a necessary, function of the Library System 
derived from the requirenent the system to cOffSi;antly improve its service capabilities. Pl^rmina 
for this staff development program is done by a cpmrtittee of six' representing both li.brary systems. 
The following list indicates sone of the aspects of\ the present staff developmen^iacQsram wHicti. 
need corrective action if in-service training fcjr*' maximum staff benefit is to take place: 



The In-Serv,ice fommi t^^- currently lacks the tyk for lonoxrangje, well con 
planning and diitection of ttaff development programs. , 

Time is occasionally lost in the cormiittee due to its present lack of a conmon 
basic approach to planning^ staff development and a lack of defined goals for 
the program. ^ ; - ' . ' 

Clear and measurable objectives have never been set out for current 
staff development programs* 



Present staff development programs are. not capable of fneasurable 
evaluation. 



/ 



Wide ranging staff participation in designing development programs is 
ne'ede^in order to improve desired participation, v '• - 

The present staff , development program is. not geared to the needs of 
management and middle managen^ent pefsopn'el^ 

The^ present staff development pre gram is rto^ designed to proVji.de in-clepth 
knowledge and directly useable ur derstandin^ for a majority of •the. sj^ffr^' 

The staff development ne,eds assessment done in Jackson and Josephine County 
Libraries In September, 1975 was incomplete because it contained no questions 
pertaining to the present In-Service Training Program. / 



/ 



Staff development activities do not generally lead to a solution qf the 
operational .problems vfhich occur withirjvthe libraries. ' » 



Staff development jgrj)^ams 
and measurable 'departmenta 



have not encouraged the establ Ishment of clear 
and system wide objectives. 



7\s a participant of the WICHE Ii^stitute on LSO it is responsibiJlity.to assist and traiji the 
In-Service Training Cofmiittee, apd act ^s their resource person for designing programs, ^^wever, 
it is not iny responsibility to' pers^h^\y^*tra1n the whole staff nor to persoinar.11y establish new 
activities or programs myself. Preparation of staff -devejopment progr^ams is the function of the 
In-Service ^Training Committee Witli the suggestions and help of tlfl^ entire staff. 

, • f / " ' '■ ' 

Slnc^ the content of the^ICHE Institute on Library ^Staff Development has been the planning 
procedures vft are to use to design staff development programs rather than staff development 
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program-s 'per se', siric€ everyAing that the WICHE staff h^s presented to us has been on the basis 
of utilizing that ame planning procedure, and since In my own prior contact with this procedure 
t^hrough"the systems approach I^ came to believe in its validity and strength as a planning ^ool , 
I have nade the assumption that presentation of this procedure and tnesystems approach to our. 
^ staff is the most beneficial and logical first step toward inproving our staff development programs 
as well, as many other library functions. 

r ' > 

The s^ystens' approach is' a wholistic, rather than linear, method of observing,' evaluating, planning 
jOX desijgmng anything.. It was developed from the general systems theory as 4 result of observatiqn 
of systems of aiT kinds - natural, .social, mechanical &nd mathematical - in an attempt to find a 
^mmon bo*nd. The systems approach utilizes an obligetor^y sequence of interactive elements. 



OBLIGATORY SEqUENCE 



Observatioa of the Environnent -(1 .e., SituaVion) with its resources, constraints, 
requirements, restrictio^^is leads to a NEgPS ASSESSMENT . 'Based on this, assessment 
one designs^a system (or program, plan, etc. S by first festabl ishing- needs related 

GOALS . Goals are then tran;5f'ormed into, measurable OBJECTIVES , from which are 

"I ■ 

derived the' ACTIVITIES (functions) required to accomplish the system's goals 



^ Not until this point in the process when all the above pre-planqing is* accompli skJed 

should any thought and decision be given to the COMPONENTS required for the activities 

needed. At eai:h step there' should be FEEDBACK AND EVALUATION leading to possible 

... , : — 

reassessment and accommodation. Constant evaluation of the system's relationship 

to environmental needs must.be maintained. 

■ ' ' ' ^ PUf^OSE 

■ ■ • / ■ 1 

The purpose of Staff Developm^t in alT Its posiible fQrms is to enable the library and its staff 

to continupitly imp1"ove tfheir. service effectiverpss to individual users and the community at large. 

* ' ' ' \ ' 

All staff development programs must be able to' demor^strate, at niinimum, stated indirect benefits , 

to the librar^y user in terms of improved-Or enhanced services. 

Therefore, in desiring training programs the In-Service Training Coimiittee must constantly >ai se 
the queSilion, ".H^' wiU this training graflj?am or activity benefit the fibrary u5er?" . If affinnati 
results cannot be anticipated and put in written form the activity is suspect. 

1 ^ ^ . . ' . ^ '^S^ 

^ GOAL 



ve 



My goal as the resource 'p^son' from the WICHE Institute ,on Library Staff Development (LSD) Is: ' 
To Improve, the ability "of the In-Service Training Committee to detenffrne and inj|jlenient staff 
development programs which are goal oriented, functionally relevant for all staff levels, and 
capable. of concrete evaluation. ^ , . ^ 



OBJEeTIVE 



he In-Service Tt*aini^g Committjee will be trained in the use of the systemsidpproach as a tool for 
esigning staff development programs by June, 1976, Evaluation of thp successful /accomplishment 



The 

designing 

of this objective will be measured by the^ follov»in^ criteria: 



1. The coimittee will have assessed the staff needs of the present In-ServTce 
Program and will have translated those needs and the previous needs assess- 
ment Into an overall Staff Oeveloprient Program goal by March, 1976. 

2. Clear, acceptable, and measurable objectives for staff development programs 
will have been defined by the committee based upon the u?e of the systems 
approach by Aprjl, J 976. 

6. Afi outline of a flfTancially realistic staff development program, serving 
• all staff levels, which is capable of concrete evaluation will be developed 
by May, 1976. 

4. The In-Service Training Committee will have completed a two-year plan for 
orderly, goal oriented staff development which recognizes and addresses 
Itself to priority training needs of all departments and all staff levels 
by June, 1976. 

r 

5. The In-Service Training Cojnnlttee will have trained other department 
heads and key personnel (at least twenty-four persons In the two 
systems) In the use of the systems approach by October, 1976. 

RESOURCES 

My own limited experience with the systems approach 

Experience of some other staff with other models of plahning concepts 

Library materials collections dealing with program budgeting, planning, 
decision making, and systems planning 

\ 

WICHE Staff, background and knowledge 

Good will and receptive attitude of In-Service Training Committee and 
iheir willingness to work for change 

Text will be "Developing a Systems View of Ejlucation" by Bela H. Banathy, 
Fearon Press, 1973 

Auxiliary reading materials - "Planning and Evaluating Library Training 
Programs" by Brooke E. Sheldon, FloY^ida State University (Available from 
WICHE). "Preparing Instructional Objectives'* by Robert F. Fteger, Fearon 
Press 1962. "The Universal Traveler" by Don Koberg and Jim Bagnall, 1972. 

CONSTMmS 

Training of In-Service Training Committee members must not unduly Interfere 
with their service to patron$/ 
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^ Although staf^, development comittee time Is limited due to both financial and 

f service constraints, presentation of the systems approach and planning procedures 

requires concentrated or at leas^ frequent contact time for maximum results. 

^ The directors of the two systems r::ust be Involved in the training of the In- 
Service Training Committee as active learner-partKlpants, but especially as 
evaluators. 

Since membership in the In-Service Committee changes, training in the conmlttee's 
work, goals and techniques must ul timately* incl ude any staff members who might 
become members of the committee. 

Each l«mer - participant will be prepared for each session with written notes 
pertinent to that element of the obligatory sequenSMihich is the subject of the 
particular session. 

Learner participants will be paired and each pair assigned portions of the plan 
to draft, utilizing input from participants prepared notes and information from 
subsequent discussions. 

ACTIVITIES 

1. Presentation: 



Overview of the training program Including the obligatory sequence e.g.. Needs 
Goal Objectives Functions Components Evaluation 

Basic Sequence conmon to systems analysis, pERT^ CIPP, PPBS, KBO and problem 
solving, etc. ^ 

Relationships of Systems e.g.. Environment, Suprasystem, System, Subsystem 
Discussion of techniques of needs assessment 
Assignment: 

Conmlttee , members will conduct and analyze a brief needs assessment on the current 
In-Service Training Program ajDong their departmental staff. 

.-^"ftead Banathy, Preface pages v and vi and Chapter 1 pages 1 thm 4. ^ . 

2. Presentation: ^ 

Rtvlew of systems relationships and study of system structure, e.g., input, transformation, 
output, feedback ' / 
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Developing a famtliar model for transformation 
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Discussion of n^eds assessnent results from coirrittee members as well as information 
supplied by resource person fror the Septerber 1975 needs assessf^^nt questionnaire 

Prelimnary formulation cf a Staff Developn^fV^ Goal based upon the needs assessment 
analysis 

Discussion of the characteristics of a goal 
Requirements of Objectives 
Assignment. 

Read Banatiiy Chapter 2 pages 5 18. 

Committee members will individually prepare goal oriented Staff Development 
Objectives, based upon the needs assessment analysis. 

Members will also begin keeping a log of problems encountered and solutions 
attempted in using t^e approach. 

Presentation- 

Discussion of objectives formulatejl by committee members to determine those objectives 
best addressing the training needs of the two systems. , 

Discussion of output model: What iriU the final product look like, act like or 
be like according to specified objectives. 

Assignment: 

Committee members will present goals and objectives to department staffs for 
feedback and evaluation. ' 

Read Banathy Chapter 3 pages 19-34. 

Presentations 

Reevaluate objectives, determine if all objectives meet all criteria of objectives. 
Determine If objectives are limited to the problem(s) at hand. 

Evaluate training activities and accomplishments thus far according to Objective 
criterion II. 

Preview analysis of Input activities and discuss. 
Assignment: 

Committee members will prepare lists of alternative program concepts potentially 
capable of satisfying objective requirements* Costs and availability are not to 
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Assignment: (cont'd) 

be discussed or considered at this point. In preparing 11st<s connittee will maintain a mental 
distinction between program concepts and program components. 

Read Banathy Chapter 4 pages 35-50. 

5. Presentation: 

Discuss alternative program concepts generated by committee members and brainstorm additional 
program ide^s. 



Compare program ideas to objeitnves and evaluate. 

Analyze and discuss the org4n\zation or structure of the transformation process. 
Assignment: 

Participants will meet with their department staffs to brainstorm program - component ideas 
from which participants will prepare lists of all components which could possibly activate 
the various alternative programs. 

Read Banathy Chapter 4 pa^es 51-72. 

6. Presentation: 



Compare and combine the various program concepts with the components listed and evaluate 
against objectives. 

Resource person will bring in^ commercial program components and related information gained 
from the WICHE Basics Workshop. 

Brainstorm all available resource and possible constraints which might impinge upon the 
two library systems and thein staff development programs. 

* 

Discuss output organization and activities. 

Evaluate training activities and accomplishments according to objective cri t^1a #2 and 3. 

Assignment: ^ 

' ,^ ^ ' 

1 ' '1 

Compare and weigh constraints [and resources against the various program - component 

alternatives. 



Read Banathy Chapter 5 pages 7i-B3. 
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7. Presentation. 

Discuss feedt»ac^ ^n<j control structure. 

Compare and evaluate the J^^st promsmg program - component combinations in relation 
to stated objectives and highest priority training needs^ 

'List all foreseeable results and indicate most likely results for each program 
co»'T>bi nation. 

List and est>nate all costs for programs which appear most promising and evaluate 
against 1 ikely results. 

Evaluate training activities and accomplishments using objective criteria 

Discuss methods for In'^Service Training Commttee to prepare their staffs in the 
basics of the systems approach. ' 

Assignment: , -'j ^ 

Go therefore and do likewise. , \ 

REQUIREMENTS 

- Location central to Grants Pass and Medford 

- Privacy to avoid Interruptions and allow free discussion yet still provide an 
availability of participants to rest of library for emer*gency purposes. 

- Mornings would generally appear to be a better meeting time since participants 
would be fresher, generally more free of meeting activities, and If the time is 
carefully scheduled might allow two of the participants to meet on the way to work 
thus saving some mileage expenses. 

- Meeting times need to fit with. all participants schedules, particularly the schedules 
of the directors. 

' frequency, number, and length of sessions opehate together In that fewer sessions 
require longer time periods with shorter Intervening periods and vice, versa. 

- The work load demands on all participants coupled with public service requirements 
of all participants would seem to effectively rule out frequent all day sessions; 
therefore sht^ft sessions of two to three -hours would seem appropriate. 

- Short sessions, as litdicated above, would lend themselves to a frequeticy of every 
week or eyery two weeksr which would acWItlonally allow time for contemplation and , 
work with the process. / 
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- Activities listed indicate a need for five to seven separate short sessions. Gold Hill 
Library would fit all these requirenents. It is closed to the public each morning and 
therefore available (unless otherwise scheduled for meetings) until 2:00 p.m. It is staffed 
on Tuesday mornings, which could also be a benefit for handling incoming phone calls, etc. 

While materials costs of this training program are relatively low, the dollar value cost in 
staff time and travel is significant. The largest materials cost would be for eight (B) copies 
of the text I prefer, purchased by Jackson County Library Systerr from the Directors fund for a 
total of eighteen dollars ($18.00) and cost of cassettes at seventy dollars ($70.00) 

Staff time required for each participant including travel time should be about 25 hours. Dollar 
value of staff tfrne used for three participants, including the director from Josephine County* is 
expected to be about $500.00 based on an^estimated staff time cost of $20,00 per hour. Based 
on an estimated hourly cost of $33.00 per hour for the five Jackson County participants, including 
the director, the expected value staff time used would be $825,00. 

Mileage costs can theoretically be r-t^uzel to a minimum by adjustments ^where possible) in the 
schedules of some participants and by maximizing carpooling. If this is done round trips from 
Grants Pass to Gold Hillcan be*reduced to seven (7) and one way trips from Gold Hill to Grants 
Pass can be reduced to seven (7). One way is about 20 miles figured at a rate of ,16t a mile; 
the mileage cost^to the Josephipe County Library would be about $67.00, Total miles 420. 

Following a similar approach there could be only sevin (7) round trips, Ashland to Kedford, 26 
miles each, and seven (7) round trips from Medford io Gold ♦illl at 28 miles each and 14 one way 
trips from Gold Hill to Medford at 14 miles'each for a total of 574 miles at .16C a mile. Total . 
travel cost $92.00. / 

It Is reconmended that both library systems borrow cassette recorders and purchase 14 (90 minute) 
cassette tapes each on which to record training sessions. The resource person will also have a 
personal set going. These will enable both systems to use the material for aids In training • 
additional staff later as well as providing playback^capabll ities for participants. 

COST TABLE: 



Jackson County Josephine County 

Text Books S 11.25 ' $ 6.75 

Materials (pads, cassettes, coffee, cups, etc.) 55.00 . 37.46 

Salaries ' 825.00 500.00 

Mileage 92.00 67.00 

$983.25 ' $611.21 
ft • 

BENEFITS 

The first required benefit will of course be a two-year staff development plan that Includes programs 
for all staff levels and needs and Indicates priorities. This plan should be ready in late spring 
or early sutriDer. A less apparent but more Important benefit would hopefully be a nucliej/s of staff 
members in both library systems. who would have a common mental framework with which io express their 
unique backgrounds and knowledge in tackling system problems, training other staff, and helping to 
move -the libraries toward the use of program budgeting and management by objectives. 
\ -98- 
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SECTION I- STvAFF DEVELOPflENT MODELS IN LIBRARIES, 

AGENCIES, AND LIBRARY SYSTEMS 



MODEL 17 



PARTICIPANT • Mary Bates 

ORGANIZATION ' Blue Mountain Community College Library 

Pendleton, Oregon 97801 

OATE \ Draft of April, 1976 

COMMENT: ' ' . 

This model is essentially an Action plan which seeks to build from 

present opportunities that exist to explore ways to cooperate and to 

make the most of serendipity. Often the side-benefits from staff 

development efforts are overlooked, because the focus is too closely 

on the anticipated outcomes. Yet, in many cases, serendipitous \ 

outcomes may be more long-lasting and beneficial both, to the individual \ 

and to the organization. ^ \ 



WICHE/USOE Institute for Training in Staff Development 
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V ' . 

This model has a three prong thrust. (1) the obvious attention to the needs of the College 
library staff proper, (2) the consideration of coope/ative staff development needs among all 
types of libraries in the College district, and (3) the prospect of working with the r^st 
of the Oregon participants in the WlCHE workshop to develop a team whi^ch could travel to 
various parts of Oregori to assist with the process of setting goals and objectives for staff 
development programs, 

GOALS: / 

■ / 

1. To determine on the bas^s^f present opportunities for staff development methods 
of satisfying the needs of techrfl^al competence and personal growth of the 

Col lege library staff. , i ' 

<» 

2. To determine how staff development needs might be accomplished in a cooperative 
way among various types of libraries throughout the College district. 

■<* 3. To discover a method by ;vhich all five librarians who represented Oregon to the 
lIlCHE St£r^ Development workshop might share idea^ with librarians from all types 
of 1 ibrarie^-^^M^iiO^ut Oreqoo. 




4. To take advantage of any serendipitous opportunities for staff development. 
OBJECTIVES: 

a. To determine College library staff development needs from staff members 
by November 1975 (See form below). 



Present tarsks? 


How well do you 
do them? 


Where do you 
want to be? 


What would j^elp 
you to get there? 


1. 
2. 









b. 'To discover from all College facuU'y, afdmlnlstrators and staff, how library 
.staff could better serve the ilbrafy coirmunlty. (Use WICHE Needs Assessment 
form. ) 

2 a. To gather continuing needs throughloral and written methods at workshops to 
be held in January, February and^arch, 1976. 



b. To determine during March or April the possibility of a joint meeting withs 
librarians and their supervlsors^tqdl^jCttiTfohnulatlng of goals and 
objectives* 'Include affirmative action. 

a. By mld-Apr^l to hold planning meeting for method of sharfng concern for staff 
development with partlclp^ts at Oregun Library Association annual convention 
to be held In Lincoln City, April 28 - May 1 , 

f 

b. To discover through Inquiry at OLA, Interest In app]y1ng for possible Federal 
or foundation monies to finance training sessions , throughout Oregon. 

- 101 - 
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To keep in close' contact wUh publisher representatives throughout 1975-76 as to 
types of training sessK^ns or workshops available. 



To keep abreast of activities 
via their monthly meetirgs 
develo^nt activities 



of Umatilla-Morrow school librarians through 1975-76 
and to note any opportunities for cooperative staff 
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SECTION I STAFF DEVELOPMENT MODELS JN>IBRARIES, 

AGENCIES AND LIBRARY SYSTEMS 



MODEL 18 



PARTICIPANT Sue Littlepage 

if- ) 
ORGANIZATION 



DATE.... 

COMMENT: 

This model inter-relates the purposes of the Continuing Education 
Committee of the state library association with those of the library 
system. A needs assessment, conducted by the Committee, revealed 
state-wide needs for staff development. The Federation then has used 
those needs as the basis for a series of system workshops over a two- 
year period. 

The use of a state-wide assessment of needs is here assumed to reflect 
the prime needs within the Federation. Given the essential kinds of 
needs indicated, this assumption is probably fairl/" accurate, v In 
another situation it might not be. 

The series of training activities might also be used to build people 
relationships throughout the Federation for other purposes, Including 
further staff development efforts. The juse of existing scheduled 
events is necessary in a state with huge geographical distances between 
libraries. 

The continued success of the symbiotic relationship between the library 
* association and the regional systems will depend to a great extent on 
sustained mutual benefits, continued consistent coi^ittee membership 
and the outcomes from the initial activities. 

WICHE/USOE Institute for Training in Staff Development 
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pathfinder Federation of 

Libraries 
Great Falls Public Library 
Great Falls,, Montana 

% 

Draft of April , 1976 
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Environment 



In the State of Montana, there are three large public libraries, a few moderate sized libraries, 
and numerous very small libraries. Many- of th^e small libraries are staffed by a single person, 
{post often non-professionel , from 5-40 hours a week. Distances are great between libraries, 
money is scarce,* and educational opportunities relatively non-existent for the remote lib»'arian. 
In the mid-sixties a federation system for libraries was instituted to overcome some of these 
problems. (Each of the six federation districts are headquartered by a large library in that area 
which, in tura, provides the rural libraries with many basic library services. Because a 
federation system allows the small library to remain autonomous and free to federate or not 
federate, nearly 50% of the counties in the state have not yet joined a federation, thus per- 
petuating that body of librarians with many of the problems overcome through federation member- 
ship.) Regardless of the status of a library, there is frequently a call for help or training 
of some nature frOrt^these remote areas which musf be heeded by someone, somewhere in the state. 
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Xhe Continuing Education Conmlttee of the Montana Library Association comprises representatives 
from school, vo-tech, university, and public librar'ies as well as library education v^o have shovm 
a working interest in establishing a continuing education program for Montana librarians. The 
goals of the committee include the intention to: / 

1. Create an awareness of the impor'tance of professional growth in the field of 
library service and the need for continuing education, 

2. Implement an assessmetit of continuing education needs. 

3. Coordinate and advise state continuing education program opportunities, 

4. Serve as a link between WICHE and th'e state in collecting and 
disseminating materials, information, and services, 

5. Evaluate continuing education activities- 

*» 

NEEDS ASSESSMENT " 

The state-wide ^eeds assessment, distributed, tabulated, analyzed just recently, serves as the 
primary guide for this model. Of an approximate 386 questionnaires sent out to public librarians 
and their staff members, 125 were returned. One hundred and seventeen of those I'eturned were 
completed correctly and useable in tabulating and alialyzing the results. Seven primary needs 
were identified by public librarians as being priorities in training opportunities: 
l^VWference and interviewing techniques 

2, Library materials selection 

3, Determining library and community needs (defining the role of y 
the library in^he community,) 

4, Catal(iging, weeding, and technical processing 

5, Planning and organizing Itj^rary activities and programs 

6, Improving skills in dealing wUh JndJvJduals^mJ^gmips- — ^ ~ 

^ 7. Public, relations and publicity skills 

^ PROGRAM '11 • * 

These needs are to be incorporated into a continuing education program which will run through 
1977, with meetings being held quarterly at the federation headq'^Jarters — in this case, the 
Great Falls Public Library, Headquarters of the Pathfinder Federation. Coordinators of the 
federation headquarters will then report their continuing education activities to thfe MLA 
Continuing Education Committee, which will in turn share the Information through a hewsletter 
with other public llbra/ians in the state. 

The objectives governing thi^ program are: 

1. To deliver training to librarians through workshops, semlrjars, meetings/ and 
other activities to attempt to satisfy the needs expressed in the needs 
assessment. 

2. To introduce the concept of continuing education to rural, non-federated 
librarians, illustrating Its value to the extent that the llbl^arlans will 
continue to attend and seek other continuing education activities. 

3. To provide organized continuing education activities other than formal course 
work in such locations as to facilitate feasible distances and costs to the 
participants and the host library. 
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4. To increase the competency level of librarians in the state, thus increasing the 
library 'sr service potential. 

(Separate objectives, of course, will be designed fdr each of the training sessions,) 
^ ^ ^ ACTIVITIES 

The dates established in this model ^{>incide with the quarterly federation librarian meetings/ 
workshops that have been held at Cre*t falls Public Library since implementation of the federation 
system. The goals of the continuing education activities are worked toward by district wide 
participation In this program, therefore librarians from non-federated counties are Invited to 
participate with the federation librarians in the various activities. Scheduled activities occur 
throughout the next two years as follows: 

1. May, 1976 MLA Conference 

2. June, 1976 Reference materials and interviewing techniques 

3. September, 1976 Library material selection 

^ 4. December, 1976 Oetennining library and community needs 

5. March, 1977 Public relations and publicity skills 

6. M^, 1977 MLA Convention 

7. June, 1977 Catal09ing, weeding, and technical processing 

8. September, 1977 Plahryht and organizing library activities and programs 

9. December, 1977 Improving skills in dealing with individuals and groups 

Meetings will begin at 10,00 a.m. and end at 3,00 p.m. as has been customary in former federation 
meetings/workshops. If funding becomes available, travel expenses to the federation headquarters 
library will be met by the headquarters. All AV, printed, and other Instructional materials and 
supplies will be provided by the federation headquarters. 



To illustrate the way In which these activities will be administered, various methods and materials 
for the first session will be discussed in this model. As an introductory activity to the first 
session, a 30 minute video-tapeprogram purchased out of Milwaukee and entitled. "Reference. More 
Than an Answer" will be shown. Discussion will follow led by a university instructor in library 
science and an experienced representative from the reference department. Tips on frequently used 
tools, reference collection development and maintenance, and techniques that fan be used In the 
reference interview and information assistance to fully satisfy a patron will also be covered in 
discussion by the two resource people. Part three of this program will entail a ser1e< of actua) 
reference situations distributed among the pdrticipants for a simulated learning experien^ 
Analysis discussions will -follow each presentation. 

After these preliminary training activities, a search exercise will be conducted/ Each librarian 
present will be given a packed of requests *lie or she has submitted to the fedeption headquarters 
over the past few months to seat^h in the headquarters library. Assistance w/ll be offered, again, 
by the resource people. Following this activity an actual staff e/change wiXl be Implemented in 
which headquarters librarians will staff the rural libraries while that librarian spends 2-3 days 



as an employee of the federaj>t)n library. At this meeting a schedule for 
established in accordartt^/fnth each librarian's scheduling preferences. A 
reading materials collected for this topic will be given to each librarian 
infomation after completion of the workshop. 



he exchange will be 
current packet of 
to use as follow-up 
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EVALUATION. 



Evaluation of this prograrr-vsession will take place over a y^nod of time in three basic phases. 
The first phase will consist of a written evaluation wiy discussion as a conclusion to the 
workshop. The second phase will be a^^eadquarters k^^sis of the requests turned in by the 
attending librarians as to the degree of improveren^rt clarity and specif icUy of requests 
coming since the workshop. Phas»fi three wil] be a by the resource people and headquarters 

coordinator after a six nonth period to observe the reference process, scrutinize the reference 
collection, and answer any additional questions the librarian rr^y have had. A final evaluation 
phase to the entire continuing^ education progran outlined here will be spot surveys and inter- 
views in the community of all of the areas of service covered in this program. Additional 
programs will then be designed, to retrain librarians in .the indicated areas of weakness. 
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SECTIOnTT^ staff DEVELOPflENT FOR LIBRARY PERSONNEL 
ON A STATE-WIDE BASIS 



MODEL 19 

y 

PARTICIPANT Geneva Van Horne 

ORGANIZATION / Montana Library Association 

DATE Draft of May, 1976 

COMMENT: 

This model presents the continuing education effort by a state 
library association designed to meet^the needs- of the staters 
school library media practitioners* AK^such, it relief primarily 
on the individual to acknowledge his/her specific needs, to 
avail him/her-self of the learning opportunity and to integrate 
the learnings into the on-the-job application. . ' ^ 

The scope of the effort is noteworthy and might well serve as 
a stimulus for further and future efforts. 'Th6 conference 
program has made use of many resource persons who then are 
identified as individuals who could be contacted subsequent to 
the conference for assistance. 
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^ NEED DETERMinATION ' 

In early October of 1975, the State's school library rr^eoid^^Mr^it loners who belonged to the 
Montana Library Association responded to a self-a^nj^^H^tered needs assessment instrurnent dealing 
with the continuing education focus and covej;^«r^ror the annoal state conference flay 6, 7, and 8. 
In addition, the boards of the two scjjOirt^visions, library (MASL) and A-V (MIMA), participated 
'in a lively group problem analy^i^'^ioritizing known*professional needs of themselves and ^ 
colleagues. Third, throiniv-^ele phone calls and personal interviews of eleven key leaders, 
including district supervisors, and a geographic sampling of school library-media practitioners 
in class A and B schools, further refmecrent of specific needs was ascertained. 

Expressed needs centered on the desire to become better acquainted with the new national 
guidelines. Media Programs ; District and School ; selection of media to fit the 
curriculum; simple A-V media production, Ti^le IX and affirmative action; basic A-V equipment ^ 
specifications, purchase, use, and repair, toping with challenged materials; literature for 
kindergarten; reference up-date; and designing individualized learning packets. 

ACTIVITIES 

Acknowledged experts in the state were identified and contacted to develop ten mini-session 
workshops of one hour or less for the annual state conference addressed to those issues. 
Only two among those fields identified as needed tias not been covered. Reference up-date 
and designing individualized learning packets will be offered during-this summer session at 
the University of Montana. 

Besides subject content, instructional strategies and methods were varied, including effective 
slide/tape sequences, games, small group interaction followed by large group synthesis, ptnel , 
"hands-on" A-V experiences, simulation, video-tape, transparencies with slide/tape sequences 
to reinforce lecture, and model guidelines. 

& 

EVALUATION 
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Evaluation of the workshops was completed through brief conferences involving twenty-one 
Individuals in addition to a "check and short answer" form. Approximately one-half of those ^ 
in attendance completed the latter. Results of the evaluations indicated that eight of the 
mini-wprkshops were consistently rated jiigh with accompanying complementary statements added 
on several forms, while two of the sessions were rated low, th^ consensus of opinion appear- 
ing to be that it was too long and excessively detailed, the other, that the person, though 
Jcnowing the content well, had difficulty expressing himself coherently and had a condescending, 
"superior air." ^ 

\ constr^inI^ 

Major problems included^ 

1. Locating competent professionals willing to provide sectionals and 
workshops without monetary compensation 

2. Arranging time slots so the School library-media specialists had 

an opportunity to attend first ^d second choices without conflicts 

2 
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Major problems Included: (cont'd) \ • / 

3. Assuring adequate physical ayrangements, minimum noise interference, and 
A-V equipment performance 
^ 4. Meeting the expectations of aVi heterogeneous audience with diverse field 
experiences, prfe-servlce, and\cont1nuing education background 
5. Receiving **input*' and "feedback** from the target audience ; 

PR0FESSI0\iAL/PERS0NAL GOALS 

/ 

/ * 

I certainly accomplished the professional and (personal goals I had set fof myself. Some of these 
were: 

1. Identified the actual needs and interests of the state's school Mi brary-media 
practitioners who, belong to the Nk)ntana\ Library Association as, far as professional 
growth and development' was concerned * 

2. Assisted In developing a program for the annual state 1 i bra ry Conference addressing 
to needs and interests of a given group of practitioners with^a variety of activities 

3. Located a pool of school Ilbrary*medaa specialists and edu^at^rs capable and willing 
to provide quality presentations artd demonstrations I ' 

4. Constructed a needs assessment Instrument, Interpreted the 4^ta, designed program 
sequences to achieve Identified goals and objectives, and devised an evaluat1t)n 
Instruwnt and Interviewing techniques to measure the degree of success achieved in 



. attaining specific objectives , 

S^N^erved as a catalyst for directing attention and encouraging development of programs 
a(Wressed to professional growth and continuing needs of f^ntana librarians as 
io/coming MLA president, and as a member of the state MLA board of directors and the 
st«te's continuing education committee 



/ 
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SECTION II STAFF DEVELOPMENT FOR LIBRARY PERSONNEL 

OH A STATE-WIDE ^ASIS 



MODEL 20 



PARTICIPANT Barbara J. Mauseth 

ORGANIZATION ^ Nevada librarians through 

the State Library 

\ 

DATE..' Draft of May, 1976 



COMMENT: 



An in-depth, state-wide needs assessment combtned with efforts to 
identify present continuing education opportunities in the state 
provides the base for an action plan wKich will be developed thrpugh 
a new state association conmittee. To channel the information from 
the needs assessment to provider^ of training makes the most of those 
existing opportunities. 
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NEEDS 



A needs assessment Instrument devised by the four Nevada participants in the Institute for training 

in Staff Development was mailed to over 800 members of the library comnunity in an effort to 

..."aid the Nevada State Library, the Nevada Library Association, and WICHE in 
determining the kinds^'of training for increased proficiency that can be incor- 
porated into a statewide continuing education plan...." 

Responses were received from over 200 persons, and a report incorporating the tabulation of results 

was published in the state library association's newsletter. 
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Areas of most need were identified as follows: 

Personnel administration 95 '-^ 

Local/state history 88 ^ 

Technical services 77 

Materials selectiofV 68 

Reference services 66 

Public relations 64 

Non-book materials 61 

Interlibrary loan and networking 49 

Needs not listed In the above received less than nineteen votes apiece. 

Following this initial listing of needs, an Informal meeting was held with the Director of 
the Nevada Personnel Division's director of Resource Development and Training Program to 
determine to what extent already developed programs could be adapted for presentation to 
library personnel. Negotiations for such training will be carried out In the coming months. 

A heavy reliance upon the university system to offer training opportunities was evident, 
as Indicated by the following responses to an Inquiry asking who should provide training:' 



University 


87 


Employer 


74 


WICHE 


53 


Community College 


46 


Nevada Library Association 


45 


Nevada State Library 


43 


Regional resource libraries 




(public libraries) 


36 


No reply 


27 



Obviously, some persons marked more than one cholcel 

As a further result of the tabulation, an attempt was made to gather data abobt existing courses 
and "activities being offered by the libraries and school systems of the State that would relate 
to expressed needs. The university system, and one school district so far are the only respondents 
Further attempts will be made to gather the data. * 

A further spinoff of the needs assessment — and the participation by the four Nevadans in the 
Institute — is the formation of a Personnel Developnient Committee of the Nevada Library 
Association. The four Institute participants fomi the nucleus of the group, which also includes 
ers from the public, academic, and school library segments. 

- n? - 
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PROJECTIONS/POSSIBILITIES 

The fonnation of the above commttee presents an opportunity to use the human resources of the 
group to further refine the data gathered, and to develop an action plan from that refinement 
process. 

Current plans call for opening negotiations with the community colleges to provide assistance in 
the design of courses that will hold a practical value to those persons already working in libraries 
of the State, and to provide an interfaoe with the two university campuses, both of which offer a 
considerable number of credit courses in the subject areas reflected in the assessment instrument. 

Due to the high numb^f of responses concerning state/local history, it is planned that a full cjay 
workshop be offered on the subject during the annual^ conference of the library association. 



At that same fall conference, it is hoped that .the Personnel Deve^^op?tTent Committee will have been 
sue 
^^ct 



successful enough in its efforts so tha^ a series of action reconmendations related to training 
:tivities can be presented to the membership. , 
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SECTION II STAFF DFVELOPMENT FOR LIBRARY PERSONNFL 

ON A STATE -WIDE BASIS 



MODEL 21 



/ 



PARTICIPANT -Jim Minges 



•ORGANIZATION South "Dakota. State Library 

Pierre, South Dakota - 



DATE Draft of January, 1976 

COMMENT: • 

) ' ' 

This draft shows the initiative for staff development for libraries 
in the^ .state taken by the state library. A state-wide needs assess- 
ment reveals interesting patterns of staff development needs. A ♦ 
comprehensive action 4lI an, based on those needs, sets clear objectives 
and defines ^activities that will achieve those objectives. 

The clarity a^d specificity of the objectives, which are statenrents 
of the outcomes desired, will serve as guidelines throughout the 
implementation of this plan: The close relationship'between each 
objective and the activities gives strength and purpose to the program. 
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Environment 

Jhe 126 public libraries in South Dakota fonn a loose statewide network, but are totally 
independent of each other and of the State Library. There are no intermediate (regional) systems 
or networks, nor does the State Library provide grants to individual public libraries at this 
time. No well organized training program exists but the State Library has the responsibility 
for such training, and several state colleges have small library science programs oriented 
primarily toward school libraries. About 10 public libraries have professional directors, 
another 15 could conceivably hire such directors In the future and the remaining 100 libraries 
are staffed by paraprofesslonal employees. Travel statewide is posi'ible for larger libraries, 
within the local area for perhaps 50-75% of the smaller libraries. 
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NEEDS 



In generan the needs analysis Indicated that public library staffs in South Dakota need the 
ability tol manage increasingly complex operations; to perform Improved public relations 
activities! to provide special extension services, to attain larger population bases and to 
form Interllibrary systems, and to perforni basic library procedures related to materials 
selection, reference/lnterlibrary loan, technical services (cataloging, acquisitions, serials 
government nublications, audiovisual materials, microforms, children's and young adult servic 
Staffs of large libraries need the ability to cope with new developments, such as sophistic 
circulation iystems, and cable and video television, and all library staffs need to Interface 
with developing networks. These training needs are further affected by: 

1) The program for certification of public librarians which is curfently 
being ptanned by the South Dakota Library Association; ^ 

2) Adoption of the CEU (Continuing Education Unit) as a statewide measure of 
nonfoffmal educational activities. Frequently referred to in this plan, 
the Ctiu represents ten contact-hours of noncredit educational activity, 
and 1s\ viewed as an alternative to college credit in measuring continuing 
educati\on. 

NEEDS.ANALYSIS METHODOLOPY 

In order to surve* a large, widely dispersed library netw^k, the following methods were used; 

1) \An analy ses of Public Library statistical, reports was conducted, supplemented 

by this consultant's on-site evaluations of libraries in the state. 

2) A sample oif public libraries was surveyed using the attached survey Instrument, 
Twenty-five libraries (approximately a 203t sample) were surveyed, five by 
individual land group interviews arid twenty by mail. The sample was skewed 
jsomewhat toWrd larger libra^ries to reflect their larger and more complex 
staffs and dervice programs as follows: 

Population sWved Sample 

0 - 2,oAo ' 9 of 77 . " 

2,000 -10,00D ^ 7 of 29 

10,000 -25,000 6 of 17 

25,000 + \ ' 3 of 5^ 

3) The informatioi^ gained by the above steps was analyzed with numerical values 
assigned to h1g\i, med^jm and low levels of training need, 

\ ^ / ^ 
* ' -STAFF DEVELbPMENT PROGRAM FOR SOUTH DAKOTA PUBLIC LIBRARIES^ 

\ 

GOAL: To develop staffs ahd trustees in South Dakota. Public Libraries who are trained 
in all skills needeci In the provision of public library service. . 

OBJECTIVE 1: To Implenient ay system for the communication of Inforniation /imong public 
librarians and trustees concerning opportunities for training In llbrart^shlp. 

ACTIVITIES: 

1. Obtain information coAcernIng training activities and resources from agencies 
which provide tra1n1ng\ln llbrarianshlp and related fields of interest^ 
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ACTIVITIES: Jconf d) 

Producers of learning packages and aids, and clearinghouses for continuing education 
Information. 

2. Publish 1n each issue of the South Dakota State Library Newsletter and Bookmarks 
(Newsletter of the South Dakota Library Association) a listing of upcoming training 
opportunities, beginning February 1 , 1976. 

3. Inform librarians and trustees by July 1, 1976, that all information gathered in 
activity 1 are available by written, TWX, or toll-free In-WATS telephone request. 

4. Establish by July 1, 1976 mailing lists to notify different categories of agencies 
and individuals of training events of interest. 

5. Distribute reports of at least two continuing education activities during e^ch 
'calendar year in the period 1976-1980 to all public librarians and trustees. 

OBJECTIVE 2: To establish staff development programs within South- Dakota Public Libraries, 
primarily those with a staff of at least four full time employees (or equivalent}.. 
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ACTIVITIES: 

1. Design guidelines for staff development plans in libraries, in cooperation with other 
South Dakota participants in the WICHE Institute for Training in Staff Development by 
January 1 , 1977. 

2. Make available to all librarians and trustees all staff development plans resulting 
from the WICHE Institute for Training in Staff Development by January 1, 1977. 

3. Perform a workshop of at least 10 contact hours to train library administrators in 
developing staff development programs fpr their libraries by January .1 , 1978. 

4. Assist, upon request, library administrators in performing needs analyses, and planning 
and Implementing staff development programs. 

OBJECTIVE 3. To develop librarians and trustees of South Dakota Public libraries who are trained 
in the areas of primary individual need expressed in the needs analysis performed for 
this plan, at an appropriate level 'of sophistication, within five yearsi 

SUB-OBJECTIVES: 

A) To train the administrators of 75X of libraries serving at least lfl,000 persons, 

and of 25X of libraries serving 2,000 - 10,000 persons, in skills needed for effective 
management of those libraries. 

B) To train staff members of at least 60X of all public libraries In skills at the level 
of sophistication needed by these Individuals In the areas of reference/interlibrary 
loan, materials selection, audio-visual services, technical services (acqiklsitions, 
serials, cataloging, processing, weeding), microforms, government publications, public 
relations^ children's services, young adult services, extension services, 'ar^ clerjcal ' 
skills. 

C) To Increase the awareness by library administrators, particularly iV librariei serving 
at least 10,000 persons, of new trends and technology related tQ Hwary serv1< 
including network development, cable and video television, and fflech'ai\lcal and all^tomated. 
circulation systems. 

0) To train trustees of at least 60X of all public libraries' in the dutle^ of pub11(J|^T1brary 
trustees, and to increase their awareness of posstbllitlAs for expanded\publ1c library 
services* 

■ 2iS . \ \ 
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SUB-/bJECTIVES: (cont'd) 

E)' To assure that at least 75^ of the public libraries in the state attain personnel standards 
required for accreditation of public libraries within the first year of operation of 
those standards. ' » ' v ^ 

ACTIVITIES: 

1. Tq provide a series of workshops for library administrators to be held in at least 
one location in the state. One workshop should be held in the spring of each*year 
during the period 1976-1980, and will award at least 1 CEU. Subjects to be included 
will be: program planning, management and evaluation (management by objectives); 
budgeting and fiscal management; systems analysis/cost accounting; management of 
physical facilities; personnel administration; and interpersonal communications. 

2. To provide a series of workshops for library staffs to be held in at least four 
locations \n the state each spring and each fall during the period 1976-1980. 
Each workshop will provide at least five contact hours, and the two workshops 
within each calendar year will awar^ at least one CEU. Basic workshops will be 
offered related to; .reference/ i nterl ibrary loans, materials selection, audiov ^ 
visual services, tetffSrticfll services (cataloging, acquisitions, serials), microforms, 
government publications, public relations, children's services, young adults* services, 
and extension services. More advanced training sessions will also be offered in 
reference/interllbrary Iban, technical services, children's services and extension 
services. It is possible that some of the above topics could be deleted if other 
means are used to provide training in those areas. ^ 

3. Contact educational agendas in South Dakota and atteir )t to implement bj( Sept'^er 
1 . 1977:. 

1) courses in librarianship for college credit offered in at least four locations 

in the state which do not presently have such courses ava1J,able; 

. 2) courses specifically oriented toward the trailing neecfsHof puyic librarians 
offered ^r college credit In at least two locations in the stite. 

4. Perform arPanalysjs of the training needs of public library trusteeVby July 1 , 1976. 

5. Develop-* plan for provid1n^!training for public library trustees by January 1 , 1977. 

6. Hold an inst1tute"offering at least 3 college credits or 6 CEU's to train those 
librarians who are virtually wtlhout any training in the basic skills needed for 

^ operation of a small public library, such institute to begin no later than June 30, 
1978. ' , • 

7. Notify public libraries by memorandum or article of local opportunities for 
education in clerical skills by July 1, 1976. . . - 

8. .SuKey tha directors of libraries serving populations of at least 10,000 persons, 
of with annual budgets of at least $50,000 concerning the need for training in 
cable/video televl5,1orv use In lib/raries by July 1 , 1976. 

• 9. Arrange for a demonstration"*oNvarious mechanized and automated circulation systems 

at the South Dakota Library Association Convention In October ,J976. * ^ 

Clrcj^late to librarians of libraries serving at least 2,000 persons test ^<^ts 
on automated and mechanized circulation systems, on demand. ^ % 

Identify and purchase informational materials related to the training needs Identified 
in this project. \ 
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ACTIVITIES, (cont'd) 

12. Provide at least one workshop during the fall of eac^ year related to new typej' of 

library services, networking, an advanced level of one of the skills covered in-^tiyity 
2, or some other subject applicable to libraries serving at least 2,000 persons. Su^ 
workshops shall be held in at least one location. 

OBJECTIVE 4. To Increase the number of libraries serving a ^population of at least 5,000 persons 

as a minimal figure for support of adequate library service and a well trained library staff. 

ACTIVITIES: * 

Discuss the need for more adequate population bases for public libraries, and problems 
involved in expansion of service areas or integration of existing library agencies at 
workshops or discussion meetings for librarians, trustees an^ local governm«nt officials 
in at least four locations in the state by January 1, 1978. 

2. Distribute printed information concerning interlibrary contracts and mergers, methods for 
expanding service areas, etc. to all librarians and trustees by January 1, 1977. 

3. Distribute an analysis of alternatives for provision of public library service in each 
county in South Dakota to the librarians, trustees, local government bo<fles and organizations 
in that county by January 1, 1977. 

OBJECTIVE 5. To increase the number of Native Americans employed In South Dakota Public Libraries. 
* 

ACTIVITIES: 

1. To provide a workshop of at least 1 CEU dealing with library services to the Indian people, 
^ . including at least one contact hour dealing with affirmative actton and the need for an 

increased number of Indian librarians in the^state by January 1, 1978. 

2. To place Indian library interns in at least six public libraries serving large concentrations 
of Indian people in order to perform special services to that population and t)rd1na ry 
library activities by January 1, 1979. 

EVALUATION 

i ^ 

1) College-credit courses will utilize conventional Grading system for evaluation, with a 
predetermined target pass-fail ratio. 

2) CEU courses will utilize written evaluation form. 

3) Non-training activities will be evaluated solely on the basis of implementation by 

target date. ^ 

4) An evaluator will be appointed, probably another member of the state library staff, but 
possibly a librarian from outside of the agency if funds are available, who will issue annual 
written evaluations, and cumulative three and five-year evaluations of the program. However, 
since the evaluator may not remain the same person for the entire five years, reports should 
heavily utilize the above three evaluative aids to provide some uniformity. Program may be \ 

« altered in progress on basis of annual evaluations. 
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(This bibliography was provided to each parti ci<pant following 
.the Needs Assessment Mini-Workshop in June, 1975, as a basis 
for following their individual interests ^^nd needs . . 



WICHE/USOE institute for TRAINlfiG IN STAFF DEVELOPMENT 

Bibliography 

^ An initial bibliography of selected general tijtles 

American Society for Training and Development, Inc., Professional 

Dev.elo[:»ient Manual s Madison, WI., American Society for Tra:j.ning 
and jpevelopment. Inc., 1974. 

A guide to assist those interested iR increasing their under,- 
standing of the trainer's role and resources helpful in the trainerVs 
personal development. Designed for those involved in training and 
development profession. . '* / 

BurkeAw. , Warner and Richard Beckhard, eds. Conference Planning , 
2rtd ed. Washington, D. C, NTL InstitiJte for^ Appl i ed Jehavi oral 
Sconce, 1970. ^ -.-^f 

A guiNJe to pTtenftTng arid Cjpnducting effective conferences for 
diverse purposes. ^ 

♦Chabotar, Kent\j. and Lawrence J. Lad. Evaluation Guidelines for 
Training Programs . East Lansing, MI., Public Administration . 
Programs, Michigan State University, 1974.^ 

Guidelines for state and local trainers and administrators on the 
most beneficial approaches for evaluating specific types of training 
programs, given the many complexities and limitations involved in 
performing useful evaluations in real-world settings. ^ 

*Conroy, Barbara, Staff Development and Continuincf Education Programs 
for Library Personnel: Guidelines and Criteria ! Boulder, CO. , 
WICHE, 1974. (Also available through ERIC). 



Brief but comprehensive tool eduei^ng planning^ implementing 
and evaluating staff development and contlfTtring^education programs 
for library personnel. This book is no lQT)ger available through WICHE. 

I 

Continuing Library and Information Science Education . National Commission 
on Libraries and. Information Sciende^ Washington, ,D. C, G. P. 0., 
1974 (Also published by American Society fo>* Information Science). 

Recommended by the National Cotimission the Continuing library _ ^' 
Education Network Exchange (CLENE) hopes to provide contlnulng'prpfessional 
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education opportunities for librarians. Much basic information is included 

which would assist planners of training programs in areas such as needed 

content, preferred modes of learning, and motivations for continuing 
education. ^ ^ ^ 

Craig, Robert L. and Lester R. Bittle, eds. Training and Development 
Handbook . N. Y., McGraw-Hill Book Company, 1967- 

The purpose of this book is to provide a broad reference source for 
those responsible for developing human resources, in any organiziitian. 
It illustrates the status of the overall practice of training and develop- 
ment as well as specific techniques to be used in developing training 
programs. ^ ^ 

Davis, Larry Nolan and Earl McCallon, Ph. D. Planning, Conducting , 
Evaluating Workshops. Austin, Tx., Learning Concepts, 1974. 

A complete, concise guide to adult education activities, begi^nning. 
with a simplified survey of adult learning t;heoi;)^,s.the book moves step 
by careful step through the wc|rkshop process, from the earliest planning 
sttageno tIT? final evaluation. 

Denova,. Charley C. ' Establishing a Training Function . Englewood Cliffs, 
N . J . , Educati onal Technology Publications, 1971 . 

A basic guide to the problems of training in contemporary business 
and industry. Covers administrative and organizational requirements 
for a sound training function, basic aspects of the psychology of 
teaching and learning, and evaluation of results in training. 

Engel, Herbert Handbook of Creative Learning Exercises . Houston, Tx., 
Gulf Publishing Company, 1973. 

For the "inside" trainer, this book describes the selection an'^ design 
of experiential learning exercises to be used in training activities. All 
thf material in this book is geared to involve the participants directly 
ano intensely in ttie training process. 

Gorman, Alfred H. Teachers and Learners, the Interactive Process of 
Education . Boston, MA., Allyn and Bacon, 1969. 

For teachers who wish to improve the interactive behavior in the 
classroom. The "author builds on the basic assumption that effective 
teaching^and -learning is a process of communication among individuals 
in a group setting. 

Grabowski, Stanley M. ed. Adult Learning and Instruction . Syracuse,. N. Y., 
ERIC Clearing}iouse,on Adult Education, 1970. 

An excellent collection of papers which discuss adult learning, 
instructional theory, and related issues in research and practice. 
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Ingalls, John D. and Joseph M. Arceri. A Trainers Guide to Andragogy . 
, Washington, D. C, G. P.- 0., 1972. 

A guide to new concepts and techniques in the field '♦f adult 
education with particular emphasis on participative educational 
techniques. * ' ' ^ 

Johnson, Stuart R. and Rita B. .Johnson.' Developing ' Indi vitiual i'zed 
Instructio nal Material Palo Alto, CA. , W^Stinghouse Learning. 
V^ess, Wi). ' , ' ' 

The overall purpose of this.^ook is to assist teachers to improve 
the effectiveness of their instruction with the learners' neqds as 
the prime consideration. t , 

Kidd, J. R. How Adu-lts Learn . Revi serf e*. , N. Y. , Assocfatlon .Press, "..c,. 



1973... ; , " i*, ■ • 



The Author's purpose is' to integrate jjdeas, theories and experience 
that win assist practitioners in^duU ediication to better understand 
the adult learner as well as the^'^phrcefes of adult learning. 

Klevins', Chester, ed'. Materials and Methods in Adult Education. 
. , N. Y., Klevens Publications; Inc., 1972. ' • 

Describes a wide range of ^di verse views on learning theory and^ 
implementation in the field of adult education. The main thrust of' 
the book is as an aid to- the teacher of adults in both formal and 
informal settings ^nd at bo^th pre-service and iii-s'ervice stages" of 
professional development. 

Knowles, Malcolm^ The Modern Practice of Adult Education . N. Y., 
Association Press, 1970. 

^ Serves as a b^sic and comprehensive gu^ide in planning educational 
activities involving adults, practical handbook, non technicaf^ 
language, straightforward approach. 

Kozolf, Charles E. and Curtis Ulmer, eds. In-Service Training : 
* Philosophy, Processes and Operational Techniques . Englewood 
Cliffs, N. J.. Prentice-Hall, 1972. 

A guide for the Administrator or program planner on' what to look 
for when instituting a staff development "proQ^^am and how to ei;isure 
a successful outcome. 

Kozoll, Charles E. Staff Development in Organizations;! Cost Evaluation 
Manual for Managers and.Tra1ners > Reading, Ma*, Addlson-Wesleyt 

I . • 
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The author demonstrates that staff growth in any organization is more 
effecti,ve,.more economical, a«d more acceptable to trainees if it is par£ 
of a systeiii managed largely by in-house personnel. Also inclufjes practijbal 
guidelines and a variety of training techniques with suggestions for putting 
theory into practice. 

♦Leonard, Edwin C*. Ass^essment of Training Needs > East Lansing, MI, 

Public Administration Programs, Michigan State University, 1974. • 

Pulls together basic methodology on needs assessment in a systematized 
format and a single source. Includes instruments and extensive bibliography. 

Lynton, Rolf P. and Udai P§reek. Training and Development , Hoiiewood, 
111., Irwin, 1967. - , 

^ ^•^"^^^rTbes how ttf^set up and maintain a training program— the basic 
concept^,, strategies and methods of trainfng. Principles are, drawn from 
experience... V 

Mager, Robert F. Preparing Instructional Objectives.. 2nd ed., Palo Alto, 
Ca., Fearon Publishers, 1975. 

A programmed text which assists the reader to formulate specific 
objectives to guide the development of • traifiihg activities. 

Mage<^, Robert F, Developing AW tilde Toward LeVning . Palo Alto, Ca., 
Fearson Publications, I968.'<' 

" \ A guide for teachers on how to recognize behaviors they can use 
as evidence of favorable attitude in students. Desci*ibes three principles 
and techniques they can apply to help students be more favorably disposed 
toward their subjects of study, and offers a way of measuring success. 

Mager, Robert F. Measuring Instructional Intent . Belmont, Ca., Fearon 
Publishers, 1973. 

A book designed for those who want to know how well their instruction 
works and how to develop the basic tools with which to measure instructional 
intent. 

Mager, Robert F. and Peter Pipe. Analyzing Performance Problgns . Belmont, 
Ca., Fearon Publishers, 1970. 

' A procedure for analyzing and Identifying the nature and cause of 
performance problems, and a method, via a quick-reference checklist, 
to determine which solution Is most likely to work. 

McCallon, Earl. Workshop Evaluation Systan Manual . Austin, Tx., Learning 
Concepts, 1974^ 
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The contents are designed to provide a systematic approach to the ' 
evaluation of workshops via a scientifically developed instrument for 
the collection and analysis of participant evaluation input. Also included 
is a works^iop evaluation scale' designed to provide an overall assessment 
of the effectiveness of workshop. 

Nadler, Leonard. Developing Human Resources . Houston, Tx.; Gulf 
Publishing Co., 1970. . ; 

A book for those actively invol<*d in developing human potential. ^ , 
Discusses the function and background of human resource development, 
activity areas for training, education and development, and the role 
and function of the human resource developer. 

Nfxon, George. People, Evaluai^ion and Achievement . Houston, Tx., 
Gulf PublishiniS Co. , 1973. 

An in-depth explanation of the function and importance of evaluation. 
Outlines the various types and uses of evaluation and its role before, 
during and after training in a multitude of diverse fields. 

Peters, John M. and Curtis Ulmer, eds. How to Make Successful Use of the 
Learning Laboratory . Englewood Cliffs, N. J., Prentice Hall, Inc., 
1972. 



A guide to the procedures involved in planni 



m a 'learning laborato^'y. 



J\ 

Rogers, Carl R. Freedom tp Learn . Columbus, ahTo,\ Charles E. Merrill 
Publishing Company, 1969i ' ' ' 

The theme of the book is that learners can be trusted to learn and 

to enjoy learning when a facilitative person can set up an environment ^ 

which encourages responsible participation in selection of goals and ways 
3f reaching them. " • 

Shaw,' Nathan C. , ed. Administration of Continuing Ecjucation . Washington, 
D. C, National Association for Public School Adult Educatidn, .19^9. 

Apart from attention to recurring administrative responsibilities, 
problems, and' practices , the book also incljlides implications of major ' 
thrusts for^th? next decade. ' 

- , \ ' . 

♦Sheldon, Broob E., ed. Planning and Evaluating Library Training Programs . 
Leadership Training Institute, Florida State University, 1973. 

An attempt to interpret some current evaluation theory, and translate 
it into a workable structure for practical application by training program 
directors in the library world. 
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stone, Elizabeth ed. Personnel Development and Continuing Education 
in Libraries • Library TrVnds , Vol. 20, No* 1, Urbarta, IL*, University 
of Illinois Graduate SchooV of Library Science, 1971. ^ ^ 

This issue attempts to make the reader awarje of the extent to which 
libraries have Qsed personnel , development and continuing education as a 
meansof tjfingipg about the full util ization .of ta^lerit, and of creating an 
organizational cl imate conducive to human growth* One ^ction includes 
guidelines dtid a mocfsl for library personnel development^ 

Stonq, Elizabeth W/, ed. New Directions in Staff Development , Chicago, 
II 'Library Administration Division, American Library Association, 
1971. 

Has special emphasis on approaching staff development through 
participation in decision-making, management by objectives, motivation of 
1 Ibrary* personnel , and on-the-job training. . 

feachey, William C. and Joseph B. Carter. Learning Laboratories, A Guide 
) to Adoption and Use. Englewood Cliffs, N. J., Educational Technology 
Publications, 1971. 

A guide to the operation of a learning laboratory covering physical 
arrangements, administration andJllstructional materials. 

U. S. Civil Service Commission, Administration of Training . Personnel 
Bibliography Series NoT 51, Washington, D. C, G, P. 0., 1973. 

An annotated bibliography covering all aspects of training 
administration. ' ' 

U. S. Public' Heal til Service. Training Methodology: Part I - Background 
Theory and Research, Part II - Planning and Administration, Part If! - 
* Instructional Methods and Techniques, Part IV - Audiovisual Theory^ 
Aids and Equipment ! An Annotated Bibl iography. Washington, D\ , Z. , 
G. P. 0., 1969. 

Comprehensive bibliography. Part I, pertains to research and theory 
on individual behavior, group behavior, and educational training and 
philosophy. Part II pertains to aspects of instructional design, course 
planning, and training programs administration. Part III pertains to a 
variety of specific instructional methods and techniques. Part IV (outdated) 
describes the various audio visual media that can assist triiining activities 

Vain, Peter ^. The Practice of Organization Developments ftedison, Wi., 
American Society for Training iind Development, 1971. 

A study of organization development programs frm the point of view . 
of the organization members who plan and conduct them. 

V^i, Clive C. and TV A. Vonder Haar. Training the Trainer . St. Loui^, 
\Mo., Extension Division, University of Missouri -St* Louis, 1970. 



- 130 - 



Includes tried and tested approaches for preparing trainers for 
the training process pjus innovative ideas. 

Warren, Virginia / How Adults Can Learn More--Faster > Washington 
D. C; The National Association for Public Co^ntijiujng and Adult 
, Education, 1?6K : vl_^ 

* A handy guide for adult learners or instructors who^ish to- 
improve ttieir learning or instruction techniqueis. 

Warren, Virginia B., ed- A Treasury of Techniques for Teaching 

Adults. Washington, DTC*, The National Association for Public 
Continuing and, Adult Education^ 1964. 

A guide for teachers working in adult education. The qontents 
address such areas as creating a good climate for learning, planning 
an adult education course, creative teaching techniques to enable 
the teacher to retain the interest of the student in his learning 
endeavors. 



Copy provided ^ach Institute participant 



Materials selected by Barbara Conroy 
Annotations prepared by Flora Bovis 
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